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PREFACE 

On September 17, 1984. a dedicated group of professionals came together for the 
first time at the FBI Academy, Quantico, Virginia, under the banner of the National 
Symposium on Police Psychological Services (NSPPS). Taking as their theme "Helping 
Services," over 150 professionals worked intensively throughout the week to improve 
and maih::Iin mental health services for our nation's law enforcement officers. 

The special character of the symposium cannot be overstated. A "call for papers" 
prior to the symposium laid its academic groundwork. Presentations and panel discussions 
during the symposium both elaborated on the issues and ideas raised by the papers and 
initiated new directions. Critiques written by participants at the close of the symposium 
summed up and acclaimed the work that had been done. By September 21. 1984, Police 
Psychology had emerged as a discipline of study in its own right. 

This publication sets forth the groundwork laid at the NSPPS and stands as a legacy 
of its work. As a vanguard In the new discipline, it can serve as a reference for those 
already engaged in the field of police psychology-and as a textbook for those who wish 
to enter the field. 

I am proud of the FBI-and of the Behavioral Science Unit in particular--for its 
commitment to psychological services, and I am proud to have the opportunity to provide 
a forum for the advancement of these services. r especially thank the participants for 
developing and cultivating the ideas that made the meeting a success. Thank you for your 
spirit, support and collaboration but, most of all, for your commitment to the good mental 
health of America's law enforcement officers. 

James D. McKenzie, J.D. 
Assistant Director 
FBI Academy 
Quantico, Virginia 
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FORWARD 

If there is a traditional role for mental health professionals, it has not been one of 
helping the law enforcement community. The current, urgent need to keep law enforcement 
officers functioning however, is changing this role. More frequently, mental health pro
fessionals are learning of the needs of the law enforcement officer and officers are likewise 
learning of the skills which mental health professionals can use to assist them. 

As little as ten to fifteen years ago there was little communication between law 
enforcement and mental health systems. Although psychological consultants of all types 
have worked for police departments for decades, only recently has there been an increase 
in the employment of psychologists in policing. T:le Law Enforcement Assistance 
Administration (LEAA) set money aside in 1970 to fund "P~ychiatric aides-psychiatrists 
and psychologists-to work on a regular hasis, with a number of medium-sized and larger 
police departments". Troday. many police departments have included funds for psycholog
ical services in the dep.trtment budget. 

ft is estimated that there were only six police agencies with full-time psychologists 
by 1977. Prior to that time, some psychologists and psychiatrists, such as Dr. James 
Shaw, Olympia, Washington, Dr. Harold Russell, formerly of the Tucson, Arizona Police 
Department, Dr. Martin Symonds, New York City Police Department and others were 
providing assistance as early the 1950's and 1960's. Since then many have joined their 
ranks. 

Perhaps the first major step in bridging the gap letween the law enforcement com
munity and the mental health profession was the publication of The Police P~>:yc"ologisf 
(1972) by Dr. Martin Reiser, the first full-time police psychologist (Los Angeles, California 
Police Department). Also during the 1970's a large concentration of information came 
from the behavioral sciences, focusing on the criminal justice system, law enforcement 
organizations in particular. 

The National Symposium on Police Psychological Services drew together some 166 
behavioral scientists who were identified on a federal, state, and local level, through 
contacts with law enforcement, reputation, and publications, as being involved, motivated 
mental health professionals. and others, actively working with police officers and con
tributing to the art of psychological services. 

The attendees do not represent all ot the mental health professionals working with 
law enforcement. Several invitees were unable to attend, while many others who perhaps 
could have attended were not identified. It is hoped that the recent formation of the Police 
Psychology Section of Division 18 of the American Psychologh...tl Association, together 
with contacts with the Behavioral Science Unit, FBI Academy, will help to provide a 
means for their later identification and involvement. 

Historically all that was needed for a career in law enforcement was the ability to 
shoot a gun and understand the penal code. Today. officers must learn of the pressures 
they and their families face and be able to monitor themselves. A necessary part of the 
monitoring system is access to mental health professionals through psychological services. 
The following manuscripts deal with various aspects of psychological services and ar(l 
provided to enhance the state of the art. 

James T. Reese, Ph.D. 
Supervisory Special Agcllt 
Behavioral Science Unit 
FBI Academy 
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FOREWORD 

Rapid and complex change in our society's fabric has prompted new and different 
demands upon the role and function of psychological services to public service institutions. 
This is especially true in police organizations where there has been evidence of alanning 
and disproportionate disabilities related to or accountable to stress. The provision for 
mental health or psychological services to the work place is not a novel concept. It has 
been widely recognized initially by industry and later by the public sector that "a work 
place service contributes measureably to the success of preventative intervention." Most 
of the responsibility for caring and "social control" used to be administered by the nuclear 
and extended families or resources within the local community. As technologies have 
advanced and developed, and work identities predominate, local resource people and the 
family are less and less able or willing to provide these functions. Community support 
systems seem to have become inaccessible and overburdened to working people. They 
are usually open when workers are unavailable and seem to be closed when workers are 
able and willing to seek services. This has been especially true for the rotating shift 
worker. The movement towards human services at the work place was originally designed 
to offer ongoing support and continuity of care without employee identification as a 
patient or need for the employee to provide a rationale for seeking help. It implies that 
a recognition of and investment in human capital would have positive ramifications for 
employee morale and productivity in additional to its preventative health aspects. 

Police agencies entered late into this proposition. The first fully sanctioned police 
psychological services unit was created only sometime in the late 1960's. Only recently 
have police agencies recognized psychological services units and helping services can 
provide support in addition to protection against liability for police agencies. 

Today. psychological services units around the United States are at varying develop
mental stages. Some still deal with the early areas of trust and mistrust issues in the 
department and stigma. Those which have obtained acceptance, work at restructuring 
policies which encourage wide scale programs of self-development for police personnel. 
Administrative acknowledgment that emotional problems need be expressed and dealt 
with without fear of repercussion is a message of institutional caring and concern as well 
as responsibility for human factor problems. Institutions, organizations, and industries 
have had to assume many primary group functions of validating individual identities. 
providing care, nurturence and autonomy. In a system's context the problem of burnoUl 
and stress related disabilities are defined as interactional problems which may require 
modification of the high stress environment as well as working with the individual style 
of coping and stress management. The recognized consequences of stress and burnout 
beyond individual pathology include ramifications such as loss of manpower, defectiveness 
of the agency to the outside community, as well as the internal effects on staff. The 
following compendium of papers presented to the First National Symposium on Police 
Psychological Services depicts a broad range of occupational health services at the work 
place. 

The field of behavioral science has seldom been afforded the opportunity to 
demonstrate the spirit of its stated mission as in the service of law enforcement. Police 
agencies occupy a unique social and political position which offers psychologists a variety 
of opportunities to actively address the policies and practice of an institution as profound 
in its reflection of societal attitude, values. and beliefs. The imperative of public service 
psychology is to effectively apply principles of human behavior to those institutions which 
are most concerned with promoting human service. Police agencies need sound psycholog
ical methodology to maximize their adaptibility and minimize the institutional lag inherent 
in times of rapid economic and social change. It is hoped that this compendium provides 
the state of the art that can be used as a bench mark against which further progress can 
be measured. Perhaps police psychology will then become the mechanism linking organi. 
7:'Hjonal health and behavioral technology. 

Harvey A. Goldstein, Ph.D. 
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INTRODUCTION 

By virtue of its broad investigative responsibilities and the geographic location of 
its field offices and resident agencies, the FBI enjoys a national perspective of law 
enforcement functions throughout the United States. The FBI Training Division, which 
conducts instructional programs for approximately 5,000 law enforcement managers and 
specialists at the FBI Academy each year and for thousands more through its field training. 
programs, is in a particularly good position to observe the latest developments occurring 
in the law enforcement community. One of the goals set out in the overall mission of 
the FBI Academy is to provide a forum for the exchange of ideas and information in an 
effort to promote improved law enforcement administration and operations. 

For the previous decade, topics on police stress and so-called job-related personal 
problems had received a great deal of attention in police journals and publicity in the 
general news media. A wide variety of psychological service functions had been emerging 
in law enforcement agencies around the country. Both public and private organizations 
had come into existance to address the police health and welfare issues which had been 
raised. 

Some of the myths about the policing job were being dispelled while others were 
being born. The time had come for a major conference to be held for the purpose of 
bringing order to the efforts, accumulating the knowledge, examining similarities and 
differences, and producing a police psychological services "state of the art" publication. 
To this end the National Symposium on Police Psychological Services (NSPPS) was 
conceptualized, organized and conducted by Supervisory Special Agent James T. Reese 
and Dr. Harvey Goldstein. It was dedicated to the improvement of the quality of law 
enforcement service through the support of psychological service functions which enhance 
the selection process, training and the overall well- being of law enforcement personnel. 
The attendees were carefully selected on the basis of their contributions to the field, and 
represented a diversity of interests. They were psychiatrists, psychologist, social workers, 
educators, peer counselors, administrators, union leaders, chaplains, personnel officers, 
and others. Those invited to present papers were leaders in their fields. 

The 83 papers which were presented at the conference have been carefully edited 
by Supervisory Special Agent Reese and Dr. Goldstein and are presented here. They 
include a diversity of topics such as occupational stress and stress management, counseling 
and therapy, critical incidents, confidentiality issues, research, personnel selection and 
training, and various administrative issues. The commendatory efforts of these two men 
have produced an excellent document which can serve police administrators and mental 
health professionals alike as a ready reference for what is being done to maintain and 
improve the emotional well-being of police personnel throughout the country. I thank 
them and all the contributors for their creativity, dedication and hard work. 

It is also our hope that this document will help distressed law enforcement officers 
to view those charged with psychological service functions within their agencies with the 
welcomed relief and pleasure that the distressed citizen stranded alone in a dark and 
dangerous neighborhood has come to feel when a police officer suddenly appears heading 
in their direction. 

Roger L. Depue, Ph.D. 
Unit Chief 
Behavioral Science Unit 
FBI National Academy 
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SECTION ONE 

POLICE OFFICER SELECTION AND ASSESSMENT 



./ 
! f. .. 4·'?'Y 

THE MMPI R-S SCALE AS AN INDICATOR OF THE FUTURE 
DEVELOPMENT OF CYNICISM IN POLICE APPLICANTS 

Thomas E. Abbot. Ph.D. 

This paper presents the results of a study on police 
officer cynicism and defense styles related to the develop
ment of cynical attitudes in police officers. 

The present body of literature suggests that people who 
work as police officers undergo certain personality 
changes over timL as a resulL of the job itself (Chandler 
and Jones, 1979). Studies on topics such as police cyni
cism (Will and Bannon, 1976; Regoli, Poole and Hewitt. 
1979 a,b), police anomie (Lewis, I 973). authoritarianism 
on the part of police ofticers (Genz und Lester, 1976). 
and a particular type of "cop personality" (Crosby, ] 976), 
further suggest that certain personality patterns in police 
officer~ change over time in order to cope with the pres
sures and stresses of the job. The present !'ltudy looked 
at police cynicism in particular, and the way in which it 
relates to officer defense styles develop(~d to handle stress 
nnd anxiety. 

Background 

Cynicism on the part of police officers hus been iden
tified as u major problem within police ugencies. and 
als\> with re~pect to police-community relations 
(Niederhoffer, 19(7). 

On1cer cynicism tends to increase over time 
(Niederhoffer, 19(3). Therefore. nttempting to meusure 
for the level of cynicism in an officer at the time of 
entering the profesilion will not predict the degree to 
which the particular officer will become cynical dul'ing 
his or her years of experience in law enforcement (LotI 
and RegoH, 1977). Poole and Regoli (1979) have stated 
that eynicism is diametrically oppo~ed III the effective, 
efficient and judicious operation of police agencies. 

Ofncer cynicism was operationally defined by 
Niedcrhoffer as, "a I()ss of faith in people, of enthusinsm 
for the higher ideals of police work and of pride tlnd 
integrity" (Nicderhoffer, 1967:96). 

While coping mechanisms such as cynicism can be 
acquired over time. our basic styles of deuling with per
ceived threats rrom the environment and with anxicty 
remain relatively constant. Byrne (Byrne 1961; Byrne. 
Barry and Nelson, 19(3) developed a reprc~sion ~ensili· 
lHtion continuum which suggests strong tendencies to 
repress and/or deny threat at the reprcssion end and strong 
tendencies to confront. ruminate and intellectualize about 
the perceived threat at the sensitiz.tng end. There is an 
implicit assumption (hIll this dimension is stable ovcr 
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time !Byrne. 19(1). 
The relationship between the Jevelopment of cynical 

attitudes and a person's defensc styles of repression-sen
sitization hud not been explored until the present study. 
While cynicism among police officers is a problem, there 
ha~ been no way to predict which officers will tend to 
become cynical later in their careers (Rafky, Lawley and 
Ingram, 1976). 

Most police departments today are u!>ing clinical 
assessments by psychologist as well as medical eXam ina
tion~ as a routine part of their selection process (Crosby, 
1979; Mills. McDevitt and Tonkin. 19(4). They also do 
an extensive record check and background investigation 
of the applicant. since past performance and behavior 
arc judged by police agencies to be good indicators of 
future behavior. The procedure includes asearch for ~rim
inal offenses, acquiring school transcript and employment 
hbtorie'i. requesting references and comments about the 
applicant from family, friends and neighbors. The applic
ant '" psychological prof1le and behavior history are also 
a!>se~scd on the basis or how well the applicant appears 
to fit in with those officers already working for the par
ticular department (Mills, McDevitt and Tonkin. 1964). 
Although the psychological evaluation process for hiring 
police applicants i~ widely used "it has not always been 
well undcrstood or u!>ed to maximum effecti veness" (Saxe 
and Fabricatore. 1982:8). Some of the problem arcas 
cited by the !Iuthors include using evaluations to "select 
in" as opposed to "scrcen out" various applicants. the 
use of outside contract psychologists who aren't familiar 
with police departments and the special requirements of 
police officers, and the temptation of professional to 
"over sell" the nbilities or various psychological tests in 
terms or their predictability. 

In spite or these difficulties, however. the efficacy of 
the police selection processes, at least in terms of present 
prevailing iltandards. tends to be borne out in that police 
agencies arc selecting the most psychologically stuble 
and phY'iieally healthy candidates from the available 
populntion (Hogan. 1974; ('attell. Eber and Tntsoukn, 
I 97()). 

Not only docs it appeur that there iii t\ general agreement 
that the selection process works well. but also it appears 
(0 be selecting ennclidates for police officers (hut surpass 
the national norms in terms of self·aeceptance, responsi
bility. sociability. intellectuul functioning. self-confi
dence and empathy ((logan. 1974). 



While police applicants are being selected who, at the 
time of hiring, are psychologically well adjusted, this 
level of psychological adjustment .is subject to change 
over time. Police populations are subject to large amounts 
of occupational stress which originates from many 
sources. A need to maintain an image of strength makes 
it difficult for police officers to admit to problems and 
to seek help for emotional distress (Reiser, 1972). Police 
personnel experience significantly higher rates of suicide, 
divorce and alcoholism that other occupational groups 
(Lester, 1978; Dishlacoff, 1976; Kroes, Margolis and 
Hurrell. 1974). As Eisenberg (1975:58) stated, "whether 
policemen express it or not, law enforcement contains 
dangerous elements which provoke fear-fear of serious 
injury, fear of disability. fear of death. The "anticipation 
of danger" and the line-of-duty contact with death and 
human sufFering must ~ e dealt with by the officer iF he 
is to survive psychologically", Law enforcement has been 
reported to be one of the most stressful occupations in 
the United States (Stratton, 1980), Police officers' emo
tioual adjustments and social attitudes have, on recent 
occasions, brought some police departments and the citi
zens whom they are sworn to protect and serve, into legal 
or physical conFrontations. As a result, the psychological 
and physical well being of police oft1cers has become a 
major concern of police administrators across the country 
(Roberts, M., 1975). 

The present study was aimed ut developing u wny to 
identify those police applicants who may tend to develop 
high levels of cynicism Inter in their careers. It was felt 
that more efficient mcthods could be identified and 
utilized which would effectively allow poliee departments 
to screen-out candidates for police work who. by the 
nature of their defense styles, are likely to develop highly 
cynical attitudes. 

While an officer's repression-sensitization defense 
styles tend to remain constant OVer lime (Byrne', J961), 
his or her level of cynicism tends to iOl:rease as a function 
of years of experience in law enforcement (Niederhoffer, 
(963). The question had yet to be explored whether it 
was the "repressors" or the "sensitizers" who tended to 
develop the largest amount of cynicism during their years 
of experience in law enforcement. The present study 
addressed this issue. 

Method 

The study was implemented by the usc'of two standar
dized instruments: a met\sure of cynicism (Niederho(Ter, 
1963) and a scale measuring defense styles along II con· 
tinuum between repression and sensitization (Byrne. 
1963). A demographic data sheet was employed as a 
third instrument to measure and compare certain selected 
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demographic variables for their possible contribution to 
cynici<;m. 

fhe study examined the question of whether it was 
the repressors or the sensitizers in the SUbject population 
who achieved the highest level of cynicism. The study 
also looked at the distribution of the repressors and sen
sitizers within the subject population. Comparisons were 
made between categories of repressors and sensitizers 
and cynicism, and between the selected demographic 
variables. It was felt that if there was a relationship bet
ween the levels of cynicism officers develop and their 
defense styles of either repression or sensitization, then 
this factor could be used as another screening tool in the 
original selection process to select officers less likely to 
become cynical later in their careers. 

The Police Cynicism Index (PCI) was developed by 
Niederhoffer (1963) to examine police officers' cynical 
attitudes. It measure cynicism as a unidimensional con
struct, categorizing the officers as either cynical or not 
cynical. The PCI cOllsists of twenty items. Points are 
given for selection of one of three statement- completion 
items; response A reflects an exemplary professional view 
of law enforcement (one point), response B reflects a 
middle-of-the-road approach to law enforcement (three 
points), and response C reflects a cynical approach to 
luw enforcement (five points). The minimum possible 
score is 20; the maximum score is 100. A score greater 
than 60.0 (all B responses) is categorized as cynical. 
Greater and lesser degrees of cynicism can be determined 
as the scores move away from the 60.0 mark. 

RegoIi and Poole (1979) assessed the reliability of 
Niederhoffer's Index. When they treated cynicism as a 
unidimensional concept a!, proposed by Niederhoffer, 
through straight summation of item scores on the twenty 
items. a split- half reliability of ,84 was obtained. Lester 
(\ 980) examined Niederhoffer's scale for reliability and 
validity and concluded that it mel acceptable criteria and 
was no appropriate instrument of police cynicism, The 
test-retest reliability between the two sets ot" scores was 
.75. 

The Revised Repression-Sensitization Scale (R-S) 
(Byrne, Barry and Nelson, 1963) is designed to assess 
the mode of defense style. The R-S Scale is a 127 scorable 
item, True-False, self- report instrument mude up of items 
taken from the Minnesota Multiphasic Personality Inven
tory (MMPI). 

The revised R-S Scale is scored on point for cach item 
in the sensitization direction. with a high score indicating 
a sensitii'ing defense style of response and low score 
indicating u repressing deFense style of response (Byrne, 
1961). The coefliciellt of internal consistency for the 
revised R-S Scale was reported al .94 (split-half) and the 
coefl1cient of stability was reported at .82 (test-retest) 



(Byrne, Barry and Nelson, 1963). Investigation into the 
face validity based on agreement criterion of seven out 
of nine expert judgments (Tempone, 1962) reported a 90 
percent agreement for the scoring key. In a later study 
(Byrne, Barry and Nelson, 1963), cutoff points were 
established whereby the top 27% of the obtained distribu
tion of scores was termed "sensitizers", and the lowest 
27% of the distribution was termed "repressors". The 
study had an n of 740, a mean of 42.25 and a standard 
deviation of 20.10. Numerically, this gave a mean score 
of 42, with a score of 63 and above being classified 
"sensitizer" and a score of 21 and below being classified 
"repressor". This placed the individual along a continuum 
of repression-sensitization suggesting there were charac
teristic styles or modes of responding to ego-threatening 
stimuli that was consistent over time (Byrne. 1961; 
Byrne, Barry and Nelson, 1963). The researchers suggest 
that the repressor end of the continuum represents the 
best and most socially approved-of style of coping skill. 

The subjects of this study were drawn from a popula
tion of law enforcement officers in a medium sized police 
department in Southern California. All of the subjects 
were adult males presently working as full-time police 
officers. All of the subjects had a minimum of a high 
school education and had been in the law enforcement 
profession for at least one year. The subjects were drawn 
from the patrol, traffic and detective buxeaus of the 
department. Participation in the study was voluntary. In 
all, 90.2% of the sample, (74 subjects) turned in com
plete, usable inventories and were part of the nnal 
analysis. 

The data were analyzed using con'elational measureS. 
The R-S licores were divided, using a medilm-split 
criterion into repressors and sensitizers and examined for 
their relationships to cynicism. (Table 2) Further analysis 
was done by dividing the data into three groups: repressor, 
mixed defense style and sensitizer. This allowed a 
detailed comparison of the pure repressor and sensitizer 
defen~e styles and cynicism scores (Table 3) 

The data were analyzed by using the Pearson Product 
correlation and Kendall's Tau. Significance levels were 
set at Alpha = .05, and percentage comparison between 
selected variable were computed. Descriptive statistics 
were generated for comparison of selected demographic 
characteristics, as well as for the raw scores on the 
Niederhoffer Police Cynicism Index and on Byrne's Rep
ression-Sensitization Scale. 

Results 

The average police officer in the sample as about 36 
years old. He had been in law enforcement for a little 
over 12 years, and had spent most of that time with the 
present department. He is well educated, with at least 
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the equivalent of an AA degree. His level of cynicism 
was about the same as the general population. Overall, 
he was more apt to use a repressing defense style than 
a sensitizing one to ove(come anxiety and threats from 
his environment. (Table 1) 

Table I. DESCRlJYrlVE SUMMARY OF SAMPLE 
CHARACTF.RISTICS 

Sa/llpll! Stalldard RCIII81! 

Vtlriable Meall /)(,1';(/(;011 Mill.-Max. 

Age 36.88 7.31 22-56 
Years Spent in Law 12.26 6.77 1-33 

Enforcement 
Years With PrC\Cnl 10.93 6.65 1-27 

Dcpartment 
Years of Formal 14,45 1.36 12-18 

Education 
Cynici~111 Score on PCI 55.70 12.83 28-92 
R-S Scale Score, 25.41 16.46 1-74 

The results of this study indicated that there is a sig
nil1cant relationship between a repressor defense style 
and low cynicism scores, and between a sensitizing 
defense style and high cynicism with Tau = .39 (p<.Ol) 
(Table 2). Of the officers who scored in the low cynicism 
group, 69.2% used a repressor defense style. Of the 
officers who scored in the high cynicism range, 75.0% 
used a sensitizing defense style. Tn the low cynicism 
category, there were 44.0% more subjects with a rep
ressor defense style than there were in the high cynicism 
category. There were 45.0% more sensitizers in the high 
cynicism category than there were in the low cynicism 
category. 

The mean cynicism score for the sample was 55.7. 
This is below the mathematical average of 60.0 for the 
possible range of scores, suggesting that the officers in 
this study exhibited lower level of cynicism than police 
officers in general. 

Table 2. THE RELATIONSHIP BETWEEN DEFENSE 
STYLES AND CYNICISM SCORES 

Dl!fl!lIscS~vle Cynicism Scores 
l.OlV Medil/m High 

II % 1/ 

Repressor 18 69.2 13 
Sensitizer 8 30.8 II 

TOlal 26 100% 24 
n;74 
Kendall's Tuu ::: .39299 
p=.OOl 

% 1/ 

54.2 6 
45.8 18 

100% 24 

% 
25.0 
75.0 

100% 



Table 3 examines the extreme ends of the repressor
sensitizer continuum. The division between cynical and 
non-cynical was made based on whether the officer's 
score on the PCI fell above or below the sample mean. 
The classification of the officer's defense style was based 
on whether the score on the R-S Scale fell into the upper 
or lower 27% of the distribution or was in the middle 
between these two. 

Table 3. CYNICAL AND NON-CYNICAL OFFICERS 
BY THEIR DEFENSE STYLES 

DefrnseStyle Cynicism 
Cynical Non·Cynical 

n % n % 

Repressor 5 15.0 15 36.5 
Mixed 10 30.0 23 56.0 
Scnsitizcr 18 55.0 3 7.5 

Total 33 100% 41 100% 

n=74 

Among the cynical subjects, only 15.00/(' fell into the 
repressor range, while 55.0% fell into the range of a 
sensitizing defense style. In the group of subjects who 
tested as cynical, 35.0% more of these demonstrated a 
sensitizing defense style than a repressing one. 

Among the subjects who tested as non-cynical, 36.5% 
demonstrated a repressor defense style while only 7.5% 
demonstrated a sensitizing defense style. In the non-cyn
ical group, 29.0% more of the subject'> demonstrated a 
repressor defense style than a sensitizing defense style. 
In the group which did not demonstrate either a repressor 
or a sensitizer defense style, but exhibited elements of 
both styles (mixed defense style), 26.0% more of this 
group were in the none-cynical category. 

The frequency distribution for the cynicism !icores ob
tained on Niederhoffer's Police Cynicism Index is pre
sented in Table 4. The scores were dispersed with a range 
of 28 (low cynicism) to 92 (high cynicism). The mean 
was calculated at 55.7 with a standard deviation of 12.8. 
The median score was 55.9. The raw scores on the dis
tribution were skewed towards the lower end (non-cyni
cal) of the distribution. 

The frequency distribution for the raw scores obtained 
on the repression-Sensitization scale is presented in Table 
5. The mean score on the R-S scale was 25.4, with a 
standard deviation of 16.5. The median score was 20.5. 
With the distribution divided into the ~pper 27% (sen
sitizer) and the lower 27% (repressors), the cutoff score 
for sensitizer was 30 and up and the cutoff score for 
repressors was 14 and below. With a median-split criter
ion, 23 and above represented the sensitizing defense 
style and 20 below represented the repressing defense 
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style. With either method of dividing the distribution, the 
scores were clustered in the low and medium regions, 
indicating a skewness in the sample towards the repressor 
defense style. 

Table 4. FREQUENCY DISTRIBUTION OF CYNICISM 
SCORES 

Score J % 

25-29 1 1.4 
30-34 3 4.1 
35-39 3 4.1 
40-44 6 8.1 
45-49 8 11.0 
50-54 13 17.6 
55-59 16 21.4 
60·64 9 11.5 
65·69 5 7.0 
70·74 5 7.0 
75·79 I 1.4 
80·84 2 3.0 
85·89 1.4 
90·94 1.4 

74 100% 

Mean Score= 55.7 
Standard Dcv. = 12.8 
Median Sco[c=55.9 

Table 5. FREQUENCY DISTRIBUTION OF R-S SCORES 

Score 

1-5 
6·10 

11·15 
16·20 
21·25 
26-30 
31-35 
36·40 
41-45 
46·50 
51·5S 
5MiD 
61·65 
66·70 
71-75 
76·80 

Mean Score =25.4 
Standard Dev. = 16.5 
Median Scorc=20.5 

! 
3 

10 
8 

13 
7 

10 
6 
I 
2 
5 

I 
1 
2 
I 
I 

74 

% 

4.1 
13.5 
11.0 
17.6 
9.5 

13.5 
8.1 
1.4 
3.0 
7.0 
1.4 
1.4 
1.4 
3.0 
1.4 
1.4 

100% 

To further examine the relationships between cynicism 
and defense styles as they relate to selected variables, a 
Pearson r correlation was computed for cynicism and for 
repressor-sensitizer designations across the demographic 



characteristics of the sample. The results are presented 
in Table 6. 

Table 6. CORRELATION Ot' CYNICISM SCORES AND 
R-S SCORES TO SELECTED DEMOGRAPHIC 
VARIABLES 

Var;ables Cynisism Scores R-SScores 
Age -.2821 -.1472 

P = .007* p=.105 
Rank -.3974 -.1274 

p = .001 * p=.140 
Years or Service - .0383 -.0987 

p=.373 p=.201 
Years with Department -.1458 -.0735 

p=.108 p=.267 
Education -.0164 - .0021 

p"".445 p= .493 
NumberorChildren -.1793 -.0816 
Living at Home p=.063 p=.245 

Pearson r 
* p<.05 

As shown in Table 6, age and rank were found to be 
inversely related to cynicism (p<.05). There were no 
significant relationship found between cynicism and the 
demographic variables; years of service, years spent with 
the present department, level of formal education, or the 
number of children living at home with the officer. 

Cynicism is shown to be strongly negatively correlated 
to age (r= - .28). Cynicism was also negatively corre
lated with the rank of the officers (r= - .39). There were 
no other significant relationships between cynicism and 
the demographic variables. 

No significant correlation appeared between R-S scores 
and any of the demographic variables. This is an expected 
finding if defense styles do, in fact, remains constant 
throughout an individual's lifetime. 

The repressors in the study achieved a mean cynicism 
Score of 48.5 on the PCI, and the sensitizers achieved a 
mean cynicism score of 66.65. The cynicism scores for 
both the repressors and the sensitizers represent a substan
tial departure from the group men of 55.7. Of the officers 
who were cynical, 55% were sensitizers, 30% displayed 
a mixed defense style and only 15% were repressors. 
When using a median-split criterion for the R-S Scale, 
69.7% of the cynical officers were found to be sensitizers. 

When the non-cynical group of offh. .... l's was examined, 
36.5% were reprl'ssors, 56% displayed a mixed defense 
style and only 7.5% were found to be sensitizers. With 
a median-split criterion, 66% of the non-cynical officers 
were found to be repressors. 
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DISCUSSION 

There appears to be a direct relationship between low 
cynicism scores and low R-S scores. Officers, who scored 
in the direction of the low end of the PCI (noll-cyni.::al) 
also scored toward the low end of the R-S scale (repres
sors). Officers who used a sensitizing defense style tended 
to achieve higher scores on the PCI. With the officers 
who tested as cynical, 55.0% were found to be sensitizers; 
while with the non-cynical officers, only 7.5% were 
found to be sensitizers. 

It is interesting to note that among the cYnical officers, 
the sensitizers outnumbered the repressors by 3 to I. 
Among the non-cynical officers, the repressors outnum
bered the sensitizers by more than 2 to I. 

Among the demographic variables examined by the 
study, only age and rank were found to be significantly 
related to cynicism. As the officer becomes older, he 
tends to become less cynical. Also, as the officer rises 
in rank, he tends to become less cynical. There have 
been mixed findings on these two variables and their 
relationship to cynicism reported in the literature. While 
other studies have reported relationships between other 
demographic variables and cynicism, the present study 
found none. No attempt was made to evaluate this find
ing. 

The characteristics of the repressor defense style arc 
similar to those of the Hy scale on the MMPI and the 
characteristics of the sensitizing defense style are similar 
to the Ma scale on the MMPI. Although there is no direct 
research bearing on characteristics of repressors or sen
sitizers, inference may be f drawn from the obtained data 
based or the similarity of the repressor and sensitizer 
defense styles to the MMPJ profile types, 

It has been observed that the officers in this study who 
exhibited a repressor defense style tended to also have 
low cynicism scores regardless of their age or the length 
of time they had spent in the law enforcement career. 
The repressing defense style and the lower cynicism 
scores associated with it also tended to be associated with 
higher rank. This may be due to a repressing defense 
style being associated with the use of denial when emo
tionally threatening stimuli occur. This denial system, 
and emotional constrictedness and inhibition, tends to 
result in a Polyannish approach to life in general. Repres
sors also tend to be very conforming and friendly in 
social situations. They tend to be agreeable with others 
and usually go with the group nonns. They will tend to 
not "buck the system". These personality traits tend to 
make for someone who is generally well accepted by 
their peers and superiors and who is, therefore, suitable 
for promotion. This type of personality possibly has no 
need of cynicism as a defense against anxiety and occu-



pational stress, since they most likely don't perceive 
many events as stressful or anxiety provoking in the first 
place. Therefore, it may be quite likely that repressors 
would not tend to necome cynical simply because they 
don't have need of a way to rationalize most negative 
stimuli. 

The negative side to repressing defense style, however, 
is that these personality types can internalize when they 
are stressed. This can result in pyschosomatic complaints 
such as cardiovascular, gastrointestinal and genitourinary 
disorders. Without the proper therapeutic counter meas
ures being taken, these disorders can ultimately lead to 
serious illness or disability retirements when they occur. 

The sensitizing officers in this study tended to be more 
cynical, and tended to have achieved fewer promotions 
as a group. A sensitizing defense style is associated with 
being attuned to any and all anxiety provoking stimuli. 
Officers who use a sensitizing defense style can also tend 
to get overly excited, be very active and productive, use 
a hostile joking sense of humor, have a quick temper, 
and be very verbal and expansive about their problems 
to almost anyone who wi\1 listen. These behaviors can 
often result in these personality types being viewed as a 
"nuisance" or as "getting on people's nerves". Where 
this perception is the case with these types, it scems 
obvious that promotions would not be given often. With 
the sensitizer types, cynicism may be a very useful de
fense to help them cope with situations they are acutely 
anxious about, but are powerless to effect any change in. 

While cynicism allows these types to ward off anxiety 
producing stressors, it also results in lowered overall job 
performance as discussed earlier, Also, these type tend 
to run a much higher risk of becoming substance abuser 
or of becoming involved in illegal activities. 

CONCLUSIONS 

The findings of thIS study can be applied to the officer 
selection process at the time when an individual is con
sidcred for hiring by a department. 

While cynicism is diametrically opposed to the goals 
and ideals of police work, it has largely been ignored in 
the selection processes of police applicants. Since cyni
cism is primarily a trait which only develops after an 
officer has begun his or hcr career. it has not been possible 
at the time of hiring to predict which individuals would 
become cynical and which would not where the person 
is new to the profession. 

While the development of cynicism in a person who 
is new to the profession cannot be measured at the time 
of hiring, his or her defcnsc style along the R-S continuum 
can be measured. It can be detennined whether the indi
vidual falls into the classification of reprcssor, sensitizer 
or mixed dcfense style. 
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The R-S Scale is a sub-scale of the MMPI and the 
MMPI is widely used in the law enforcement field today 
as a screening device to assess the pyschological suitabil
ity of police applicants. An R-S score can be easily 
abstracted from the MMPI. A low score on the R-S scale 
can act as a predictor that the individual being tested will 
tend to develop lower levels of cynicism during their law 
enforcement career. Individuals who score in the mid
ranges of the scale do not indicate a tendency one way 
or the other as far as the development of cynicism. High 
scores on the scale indicate that an individual will be 
more susceptible to becoming cynical during their career. 
With the R-S scale, police agencies can select officers 
for hiring who are less susceptible to becoming highly 
cynical during the progress of their careers by selecting 
individuals who score at the lower end of the R-S Scale 
(the repressors). 

While the correlations developed out of this study do 
not imply a cause and effect link, they do indicate that 
there is a trend between defense styles and the develop
ment of cynicism. That is, that repressors will tend to 
become less cynical during their careers than sensitizers. 
When all other factors in the selection process fail to 
clearly distinguish which of several applicants is more 
desirable, the R-S scale can provide an additional measure 
which can be applied to the selection process. 

While low scores on the R-S Scale by themselves are 
no guarantee that particular officer will not become cyn
ical during his or her career, they do provide one more 
tool to be used in the overall screening process of police 
applicants. 

To date, accurate cut-off scores for the three groups 
on the R-S continuum remain speCUlative. Specific nonns 
for the scale need to be developed for police populations. 
This would greatly enhance the use of the R-S scale in 
the selection process of police department. 

The relationship of defense styles to experienced stress 
and stress-induced illness needs to be explored. There 
are presently no studies which indicate whether a rep
ressor or a sensitizer defense style is better able to with
stand the long-tenn effects of the stressors inherent in 
the law enforcement profession. 

Evaluating the success or failure of either the repressors 
or the sensitizers as police officers was beyond the scope 
of this study. Future research, however, can address this 
issue by comparing R-S scores to such measures of good 
job perfonnance by police officers as: the number of 
citizen complaints, the number of commendations 
received, evaluations by supervisors, discipline actions 
against the officer, and other job-related criteria. 

The Police Cynicism Index developed by Niederhoffer 
(1963) is now twenty-one years old. Much of its ter
minology is outdated. Also, much of the terminology is 



specific to the East Coast, and not easily understood by 
young officers on the West Coast (Le., good arrests 
coming from "the coup"). A new instrument needs to be 
developed and normalized that is free of geographically 
restrictive terminology and that takes into account the 
seeping changes that have occurred within our society 
over the last twenty years. 
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~SYCHOLO~icAL SCREENING OF POLICE APPLICANTS 
.. -

Alan W. Benner 

Historical Perspective 

In 1967, a Presidential Commission on Law Enforce
ment and AdmiJ:tistration of Justice issued a report enti
tled, "The Challenge of Crime in a Free Society". This 
comprehensive study documented the evolution of polic
ing, reported on the, then, current practices of selection, 
training, promotion, and management techniques. It then 
went on to make recommendations for major innovations 
in all areas. The report documented and clearly acknow
ledged the existence of corruption, discrimination and a 
general failure of police agencies to adequately respond 
to the needs and concerns of the communities they 
policed. It made explicit the duty of the police to vigor
ously protect the civil rights of all citizens. In this regard, 
"The Challenge of Crime in a Free Society" is a historic 
document which attempted to address the fundamental 
conflict between the need for the police and the misuse 
of police power. The report also addressed and 
legitimized emotional stability of police officer candi
dates as a necessary standard: 

Psychological tests, such as the MMPI, 
and interviews to determine emotional sta
bility should be conducted by all depart
ments. These examinations should be con
ducted by all departments. These examina
tions should be administered only by trained 
professionals and their limitations should be 
fully understood. Federal and State funds 
should be made available in the form of 
research grants for the purpose of devising 
reliable tests or other means of evaluating the 
characteristics of applicants which may be 
detrimental to successful police work (p .129) 

Questioning long held beliefs, "The Challenge of 
Crime in a Free Society" report pointed out that there 
had been an attempt over the previous 30 years to upgrade 
the quality of police personnel but that some of the 
operating assumptions created artificial barriers to 
employment. Such things as height requirements, educa
tion, credit history, stringent requirements against any 
previous criminal record were examples of "common 
sense" selection criteria that did not necessary have a 
direct relationship to being a "good" police officer. 
Instead, these arbitrary standards had the effect of 

11 

excluding large segments of society from access to a law 
enforcement career. This, in tum, meant that these same 
segments of society were not represented in the most 
visible form of governmental control-the police. The 
report recommended strongly that selection and promo
tional criteria should be developed carefully to exclude 
arbitrary and exclusionary standards. Unfortunately, the" 
report failed to point out the probability of federally man
dated procedures soon to come. 

The 1964 Federal Civil Rights Act was already pro
hibiting the private sector from discriminating in employ
ment on the basis of race, color, religion, sex or national 
origin. In 1967 it should have been anticipated that a 
logical extension of this law would soon envelop the 
public sector, including police work. This possibility was 
not addressed and an opportunity was lost. Had"The 
Challenge of Crime in a Free Society" included the likeli
hood of the 1964 Civil Rights Act being expanded to 
include police work it could have had two effects. First, 
it would h.lve provided a forceful reason why police 
agencies should seriously evaluate their employment pro
cedures. And two, it would have sounded an advance 
warning to police administrators that they needed to learn 
about such things as "adverse impact" and validation of 
testing and selection procedures. 

Police departments across the country attempted to 
respond to "The Challenge of Crime in a Free Society" 
report and its recommendations. In the attempt, however, 
to initiate such things as psychological screening and 
new selection criteria, police agencies persisted in apply
ing a relatively uncritical approach of "common sense" 
implementation. The use of pilot studies or preliminary 
research was practically a foreign concept to the majority 
of the existing 400,000 police agencies (Benner, 1984). 
As a result, they were unprepared five years later when 
Title 7 amended the Civil Rights Act so that, in 1972, 
it did include the public sector. For a variety of reasons, 
not all of which are excusable, the great majority of 
police departments were still unprepared for the lawfully 
mandated requirements. Those requirements, affecting 
police departments and other public agencies, were made 
explicit in 1978. That year, the Federal Equal Employ
ment Opportunities Commission issued its Uniform 
Guidelines on Employee Selection Procedures. As 
pointed out by Levinson (I 982), the guidelines stipulated 



that any hiring practice that has an "adverse impact" on 
women or on any race or ethnic group is illegal, unless 
the employer can show that the hiring practices are di
rectly related to prospective employees' ability to do the 
job. "Adverse impact" has been interpreted by the courts 
to mean that recmitment, testing or promotional practice 
has failed to include members of minority groups or 
women in numbers equivalent to their representation in 
the local labor force. 

The New Federal Guideline had immediate and far 
reaching effects. The existence of "adverse impact" was 
considered prima-facie proof of the existence of discrimi
nation. It then became incumbent upon the defending 
agency to ?rove that the procedures in question were 
valid. 

Police agencies were among the earliest targets of cia!',> 
action discrimination suits brought before Federal Court,. 
They found themselves then, and now, unable to address 
the highly technical psychometric issues embodied in the 
legal challenges to their procedures. This inability 
resulted in the discontinuation of many selection practices 
due to the police departments inability to defend their 
validity. Commenting on the resulting paradox, Benner 
(1979) summarized the problem as follows: 

Many police departments are in the posi
tion of recmiting and hiring police officer in 
accordance with consent decrees adminis
tered by Federal judges. Other departments 
are being chaIJenged in Federal Court as to 
the validity of their selection procedures. In' 
most cases, police departments are being 
caught with their empirical pants down, 
unable to defend their old selection 
techniques and unsure on how to develop 
new "valid" ones. Moreover, in some depart
ments "selection" has taken a back set to 
efforts to obtain "proportional representa
tion" of minorities and women. 

Affirmative action in law enforcement is 
needed and must continue until successful. 
However, many entry-level standards are in 
limbo during this period of challenge to their 
validity and there is uncertainty about what 
selection procedures can be used. Neverthe
less, care must be taken that the people being 
hired as police officers today will be able to 
do the job. No citizen wants poor police ser
vice-regardless of the race or sex of the 
officer providing it. The issue remains: how 
to avoid discrimination by race and sex while 
stilI discriminating (overall) on the basis of 
an individual's ability to do competent police 
work. (p.2l) 
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The goal of selecting competent police officers while 
avoiding discrimination has proven to be and arduous 
task. The effort to develop "valid" selection procedures 
in foundering in a quagmire of technical psychometric 
complexities. These complexities are exacerbated by a 
more fundamental problem. That is the lack of consensus 
over what constitutes a "good" police officer. Without 
this consensus, technical "validity" is irrelevant. The situ
ation is analogous to building something before deciding 
exactly what that "something" is supposed to do. In terms 
of "building" better police officer, the problem is that it 
is difficult to obtain consensus on what it (the police 
officer) should and should not do or should and should 
not be . This fundamental problem exists, partly, because 
of the formal role police have in society and, partly, 
because of the conflict with the public which is inherent 
in that role. 

The Issue of Control 

ControlIing the police has been an issue of concern 
throughout the evolution of law enforcement. It remains 
a concern today. The focus, however, has narrowed. 
Policing, as a formal institution, is clearly defined by 
law and constrained by political checks and balances. 
Granted, this is an ongoing process requiring constant 
monitoring but, for practical purposes-most police 
departments are "under control". The focus therefore, 
has shifted from the institution to the individual within 
it. The paramount concern, both for the public and police 
administrators, is controlling individual officers, Unwar
ranted and improper actions by individual officers result 
in civil suits and huge court awarded damages. Police 
administrators have been found liable for the actions of 
their officers if it can be demonstrated that those officers 
had been negligently selected, trained, or supervised. 
Thus, the legal term "vicarious liability" haunts all chiefs 
of police and makes them personally liable for the actions 
of their subordinates. 

The concept of control has been expanded to include 
mandates about "controlling" the quality of recmits 
allowed into police agencies. Most states have commis
sions which set entry level requirements that include age, 
education, physical condition and an absence of felony 
conviction. The commissions may set the standards but 
it is the individual municipality, police agency, and police 
administrator who is responsible for seeing that these 
standards are satisfied. Many states, California included, 
now mandate that entry level canditates be evaluated for 
mental stability. Here agnin, courts have awarded p\mi
tive damages because of actions committed, both on and 
off duty, by individual officers whose mental stability 
was at issue and who had been psychological1y evaluated 



by their department. 
The issue of control has narrowed, on the one hand, 

from a focus on the generic concept of policing to the 
specific actions of individual officers. On the other hand, 
"control" has been expanded to include not only overt 
"bad" behavior on the job. It has been further expanded 
to include the legal responsibility for predicting the ten
dencies for overt "bad" behavior of police candidates. 
The ability to predict "bad" police behavior is difficult. 
Even more difficult is predicting "good" police behavior. 
It is particularly difficult when no consensus exists on 
what "good" police behavior is. 

What is a good, or stable, or suitable police officer? 

The answer to "who is a good, or stable, or suitable 
police officer?" depends upon who asks the question. It 
depends, also, upon when the question is asked. When 
policing began in America, officers were glorified 
watchmen (Schlesinger, 1934). If you asked the mayor 
of a city employing police officers the answer might have 
been that a "good" officer was one who was dependable, 
did what he was told· and stayed sober on duty. If how
ever, you asked the working class citizen of the same 
era, the answer could have been different. From the view
point of the common working man, police officers were 
used primarily to guard property of the rich and were 
used to break strikes when labor disputes arose. In those 
early days, police officers worked for those who paid 
them and against those whose interests and loyalties did 
not coincide with those of the wealthy and powerful. 
There are people who believe that this is still the case 
today. During the Vietnam War, for example, police 
arrested demonstrators, protected draft boards and 
enforced the dictates of the federal government. This was 
done despite massive protests by the American gublic. 
During this period the police were viewed as "keepers 
of the status quo". 

It must be admitted that, to a degree, "keepers of the 
status quo" is an accurate description of the police func
tion. Police officers are sworn to uphold existing laws 
and protect life and property. This, in effect, means that 
they will also be protecting existing institutions, morality, 
and contemporary social values. The police m'e also 
sworn to protect citizen rights under the Constitution of 
the United States. It speaks, however, to a much different 
and legitimate process, Unlike the first eXI\mple, where 
police protected the vested interest of the few, contem
porary police uphold laws which have evolved through 
the democratic process. Ideally, these laws reflected, at 
least at one point in time, the majority views of the 
American people. 

Public attitudes, and the luws which represent them 
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change over time. Change usually occurs after there has 
been a period of growing public dissatisfaction with an 
existing situation. This dissatisfaction creates political 
pressure which intensifies until, through the democratic 
process, changes in the laws or government policy occur. 
In the meantime, while the dissatisfaction and pressure 
grows, the police are enforcing laws and protecting that 
which is unpopular. Examples include not only the Viet
nam War protest but also laws regarding prohibition, 
sexual behavior, the cultivation or possession of 
marijuana, and the protection of nuclear facilities against 
demonstrators. 

Part of the legitimate police function is to protect 
"status quo" until, through the democratic process, the 
"status quo" is changed. This aspect of the police function 
guarantees an ongoing tension and conflict with segments 
of the American public. This tension and conflict is not 
only legitimate but inherent in the democratic political 
process and the police function within that process. 

To the degree that such tension exists, it is unlikely 
that a consensus can be reached about what a "good" 
police officer should be. To those seeking social change, 
a "good" officer is one who represents or supports their 
goal. For those committed to affirmative action, an officer 
should ideally be an ethnk minority member, female, or 
an advocate of affirmative action. To those opposing the 
ongoing development of nuclear armaments, a "good" 
officer is one who will make a clear statement opposing 
existing nuclear policy. This might include refusal to 
engage in the arrest of demonstrators or participating in 
anti- nuclear demonstrations themselves. Contemporary 
issues like American intervention in Central America or 
the build up of nuclear missiles in Europe carry the poten
tial for demonstrations, social conflict, and strong emo
tional commitment by large segments of the public. 

The police function during political confrontations 
remains the enforcement of existing law. The government 
and those who agree with its current policies expect the 
police to act with unquestioning loyalty, regardless of 
the individual officer's personal beliefs. The expected 
behavior includes protecting constitutional right of free 
speech and the right to demonstrate. If, however, "unlaw
ful" activities occur, the police are expected to take what
ever steps necessary to control the situation. These steps 
can include the use of physical force and arrest. Failure 
on the part of off1cers to conduct themselves "approp
riately" can result in an array of official sanctions. These 
sanctions include reprimand, suspension from duty, ter
mination, and, in extreme cases, criminal charges. Ide
ally, an off1cer could engage in social protest on off duty 
time. In reality, however, there are likely to be informal 
sanctions imposed for such activities, particularly from 
fellow officers. This is engendered by a strong need in 



police officers for solidarity and mutual trust, especially 
during periods of social unrest and confrontations. An 
officer whose activities and attitudes demonstrate sym
pathy with those who must be confronted is viewed with 
extreme suspicion by fellow officers. A "good" onker, 
in the eyes of the police subculture, is one who can be 
counted upon when "the chips are down" and whose 
loyalty to the police function and fellow officers is abso
lute. 

It should be remembered that the dynamics of social 
tension are not only inherent in the evolving democratic 
process but include the interpersonal needs of the human 
participants. These needs reflect the opposition or 
dichotomy engendered by the issue and are exacerbated 
by the strength of the emotions involved. It is unrealistic 
to expect that the police will be able to satisfy the con
flicting perceptions about "good" behavior during times 
of social conflict involving highly emotional issues. 

The answer to "who or what is a good, stable, or 
suitable police officer" is also situational. An officer who 
needs to get information about a crime from the denizens 
of skid row acts differently from the officer who is trying 
to elicit information from a distraught mother whose three 
year old child is lost. Similarly, and officer who is called 
to break up a bar room brawl acts differently that the 
officer called to deal with a juvenile delinquency prob
lem. Finally, the officer who takes a crime report from 
a family needs to act differently when stopping that same 
family in their vehicle for a violation. The dynamics of 
the situation and the perspectives of those involved deter
mine their assessment of whether the officer they encoun
tered was "good, stable, or suitable". An individual 
officer may be called upon to perform in each of these 
situations. The likelihood that he or she will "measure 
up" to the public's expectations in all cases is very 
unlikely. 

Going back to an earlier point, it is easier to be specific 
about what is /lot wanted in an officer. A "bad", "unst
able", or "unsuitable" officer is more easily recognized. 
However, even from the perspective 0(' what is /lot 

wanted, specificity is still difficult to articulate. 
As an example, it would generally be agreed that 

officers should neither be too aggressive nor too passive. 
.In the first case, and overly aggressive officer can offend 
or abuse victims, suspects and uninvolved citizens alike. 
An overly passive officer, on the other hand, is ineffective 
because he or she loses control of situations, Further, 
officers need to be impersonal and enforce laws evenly 
without regard to race, religion or economic status. At 
the same lime, however, of'f1cers must use discretion. 
Enforcing the "letter of the law" could overwhelm the 
Criminal Justice System with cases that could have been 
negotiated and abated by the first officer dispatched to 
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the scene. In sum then, what is needed is impersonal, 
even-handed enforcement by officers using discretion and 
diplomacy while maintaining the appropriate balance bet
ween passive and aggressive behavior. This sounds 
acceptable but lacks specificity. AI! too often, consensus 
on what distinguishes "good" versus "bad" police 
behavior is only achieved at the expense of a functional 
definition. A repbrt by the Public Admini,strative Service 
of Portland, Maine in 1955, is a classic example: 

The police are frequently confronted with 
emotion-charged situations that tempt strong 
responses from them. Important to success 
in dealing with such situations is a stability 
impervious to work-related and other emo
tional stresses and unhampered by prejudices 
and undesirable attitudes in getting along with 
people under trying circumstances. (p 109) 

This can be paraphrased in terms of not wanting insta
bility, prejudices or undesirable attitudes. Each unwanted 
characteristic is very broad, however, and open to a host 
of definitions. These unwanted behaviors are also set in 
an interpersonal context, individual officers interacting 
with individual people under trying circumstances. In 
other words, the message is that officers should not treat 
people badly. Specificity, however, is still missing. The 
Maine report goes on to say: 

... Police service affords unusual oppor
tunities and temptations to accept graft, to 
indulge in other forms of dishonesty, immor
ality, and excesses and to wreak vengeance 
on persons who offended. Successful police 
service is predicated on the integrity, moral
ity, and fairness of the members of the force. 
(p. 110) 

This is an even broader statement involving sociolog
ical terminology. The wal/ted qualities are "integrity", 
"morality" and "fairness" in order to accomplish "suc
cessful police service" by "members of the force". The 
wanted characteristic arc more open to interpretation than 
the unwanted characteristics. The selting here is the 
institution, "the force", providing society "police ser
vice". The Maine report makes, what appears to be, an 
understandable and rational recommendation. Upon 
closer examination, however, we find that it is composed 
of useless generalities; what is meant by stability t pre
judice, undesirable attitudes, integrity, morality, fair
ness, sel'vice, and success? On the surface, everyone can 
agree these arc desirable characteristics. Consensus can 
be Hchieved. ft is when we attempt to agree upon a 
functional definition thut we discover there are a myriad 
of' different interpretations. The pen;on or group being 
asked and the situational context of the characteristic in 
question all effect the def1nitions that could be inferred. 



Nonetheless, we are told "success" is predicated upon 
the existence of these character traits. Without specificity. 
how can we expect to select "good". "stable" and "suit
able" police officers? The fact of the matter is that, 
lacking consensus on specifics, we do not know and have 
yet to determine the answer. 

The Role of Psychology 

Psychologists have been interested in defining approp
riate police behavior and selecting "good" officers long 
before the Wickersham Commission Report in 1932. It 
was the recommendations of the President's Commission 
on Law Enforcement and Administration of Justice in 
1967 that really encouraged the involvement of 
psychologists in police selection. 

Today, it is estimated. \),!f'f 50% of the nations police 
departments use some form of pyschological screening 
of their entry level officers (Benner, 1984)). This trans
lates to well over 20,000 agencies employing 
psychologists or psychiatrists to help select their person
nel. Most police agencies must rely upon the professional 
expertise of their consultants as to the appropriateness of 
the procedures they employ. Unfortunately, there is a 
lack of consensus among psychologists and psychiatrists 
as to what they are looking for and how it will be found. 
They, too, suffer from lack of specific guidelines about 
what makes a "good", "stable" or "suitable" police 
officer. 

Police selection requires appropriate strategies. 1s it 
better to "select in" the best possible officers or "screen 
out" inappropriate candidates? Thc "select in" strategy 
assumes that the desired and appropriate characteristics 
are known and, further, a way to identify them exists. 
The "screen out" strategy is less ambitious and infers the 
ability to identify undesirable characteristics and the 
elimination of candidates who exhibit them. Prior discus
sion explored the lack of consensus and specificity about 
desirable characteristics. As a result, the "select in" 
strategy seems premature. For now, the "screen out" 
approach is definitely the more possible and practical 
approach. Saxe and Fabricatore (1982 state the argument 
very clearly: 

Too often, police administrators arc led to 
believe in a "select in" strategy, which 
suggests that psychological evaluations can 
aid in selecting the best candidate for police 
work. This is not quite true. - the most 
effective use or psychological evaluation is 
to "screen out" or identify those applicants 
who may not be emotionally suitable or may 
be a high risk for law enforcement. 

The. former strategy-"select in"-implies 
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a precIsIon and level of accuracy that 
psychologist do not possess and psycholog
ical procedures do not produce. In addition. 
this strategy ignores the possibility that future 
events, such as personal problems, could 
severely impact applicants initially judged to 
be acceptable and cause them to become high
risk employees at a later time. (p.9) 

Stability and Suitability 

Stability 

Within the "screen out" strategy there are two related 
issues. They are stability and suitability. Stability is a 
major legal concern. If an officer, sometime in his or 
her career, commits a serious, harmful, and inappropriate 
act, the question of his or her mental stability will be 
raised. Further, and more to the point, the agency for 
which the officer works may well be asked to provide 
documentation as to why the officer was deemed stable 
at the time he or she was employed. There are a substantial 
number of court cases which have established the respon
sibility of police agencies in this area of selection (Ben
ner, 1984). 

A determination of tlmotional stability can be made 
and defended by most competent psychologist and 
psychiatrists. The assumption is that police candidate 
who is emotionally unstable tits the general diagnostic 
criterion that would be applied in any other setting. The 
rule of thumb is that exclusion for emotional instability 
should be determined in a manner that would be accepted, 
understood, and agreed with by other mental health pro
fessionals. This can be accomplished through the use of 
standardized and widely used diagnostic instruments such 
as the Minnesota Multiphasic Personality Inventory 
(MMPI) in conjunction with a clinical interview of the 
applicant. 

In police selection, it has been found that 2-5 percent 
of the applicant pool may be eliminated due to severe 
emotional/mental dysfunction (Note I). However, this 
can vary. For example: between 1953 and 1957, of the 
760 persons tested by the Los Angeles Police Department 
for personality disorders, 86, or 11.3 percent, were 
rejected as not meeting acceptable psychiatric standards 
(Rankin, 1957). In the same study, fifty-one percent of 
the rejected applicants were found to be borderline 
psychotic and twenty-two percent were diagnosed as 
schizoid personalities. Although there is considerable 
conflict over the reliability of psychological tests as they 
relute to vocational success or failure in police work 
(Levy, 1966). properly administered tests and interviews 
can eliminate many of the emotionally unfit police can-



didates. The police administrators' burden of responsi
bility is met by having qualified professionals determine, 
using appropriate "state of the art" means, the emotional 
stability of police officer candidates prior to their selec
tion. 

Screening for stabil ity invol ves a process of eliminating 
candidates with unwanted characteristics. It is a process 
that. through the evolution of psychology as a profes
sional field, has obtained acceptance by the general pub
lic. In other works, it is accepted that psychologists and 
psychiatrists can ten when people are "crazy" or not. 
This generally held belief represents a consensus about 
the field of psychology. The public may never agree 
upon specific characteristics of police officers but they 
can agree upon a generality, "crazy cops" are definitely 
undesirable. The the determination of the specifics is 
entrusted to the "professionals", psychologists and 
psychiatrist. A consensus is thereby achieved, not be 
agreement about specifics but, by delegating authority 
to the credentialed professionals. 

The authority to determine emotional stability of entry 
level police candidates includes both a trust and a respon
sibility. There is reason to question whether this respon
sibility is being adequately met. This question will be 
discussed within the context of "suitability". 

Suitability 

In discussing suitability under the rubric of the "screen 
out" strategy, we arc actually focusing upon unsuitability. 
This is recognizing, again, that it is easier to recognize 
and agree upon specific uI/wallted police behaviors as 
opposed to wanted behaviors. Saxe and Fabricatore, 
(1982), pointed out that psychologists arrive at a judge
ment of unsuitability through "clinical" or "expert judge
ment" rather than through statistical or scientific proce
dures. 

Studies have becn done reluting various kinds of biog
raphical or psychological test score information to 
criterion variables. These latter variables include discip
linary actions, number of arrests made, commendations, 
sick time taken, on-the-job automobile accidents, and, 
least frequently, daily observations and standardized 
evaluation of actual job performance. These studies arc 
helpful in suggesting which tests and criteria may be of 
potential benefit. To rely totany on test scores and corre
It\tion~. however, would be inappropriate. Saxe and Fab
ricatore (1982) summarize the issue this way: 

Psychologists cannot predict the future. 
However, assuming they know the intricacies 
of a police officer's job, they can develop 
relevant information regarding an indi
vidual's suitability. Psychological screening 
minimiz.es the admission of inappropriate 
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applicants and is consistent with the 
safeguards and precautions that the law and 
common sense dictate. (p. 11) 

This point of view is augmented by Hargrave and 
Kohls (1984). These two researchers have had the respon
sibility of evaluating the existing psychological screening 
procedures applied to entry level police officers within 
the state of California. Both Kohls and Hargrave were 
employed by the Peace Officers' Standards and Training 
Commission of California to determine the appropriate
ness of requiring statewide psychological standards by 
January 1985. They pointoutthe need to backup "expert" 
opinion with the ability to defend the "job-relatedness" 
of professional recommendations. They caution that pro
fessionals who engage in psychological screening of 
police applicants need to h~IV:! a "working knowledge" 
of the Uniform Guidelines on Employee Selection Proce
dures, 1978 (Note 2). They have found that many 
research efforts have correlated massive quantities of test 
data with comparably massive numbers of criterion var
iables and have produced low correlations with question
able reliability. 

Hargrave and Kohls (1984) go on to delineate the three 
basic validation strategies defined by the "uniform 
guidelines": criterion, content, and construct validity. 
Their comments about the construct validation approach 
are particularly germane to the issue of professionalism: 

Construct validity requires evidence that 
shows that the selection procedure measures 
an underlying psychological construct related 
to the work behaviors being performed. 
Although psychological tests do purport to 
measure psychological constructs, the 
Uniform Guidelines state that empirical sup
port for the claim of construct validity must 
include criterion- related validity studies. 1n 
light of what has already been stated about 
criterion-related validation, the application of 
this promising strategy to psychological 
screening is problematic. (p.27) (Note 3) 

Hargrave and Kohls provide a warning here. In a 
formal and academic manner they are cautioning against 
a course of action all too frequently followed. That course 
of action is the less than professional usc of psychological 
constructs to screen police applicants without first deter
mining their job- relatedness. 

The logic is as follows: "construct", in a psychological 
context, is a description of an emotional or attitudinal 
disposition which has evolved with the development of 
theory and research in psychology. "Prejudice", "integ
rity", "morality", and "fairness" are examples of 
psychological constructs. As discussed earlier, they are 
also generalities that are open to a variety of definitions. 



When psychologists or psychiatrists develop constructs, 
it is the result of his or her best mental effort to synthesize 
the variables contained within the phenomenon. They 
are attempting to operationally define the specifics COn
tained in a general concept. This is laudable; however, 
there is no reason to believe that the myriad of situational 
and perceptual variables involved in these general con
structs will be any less intractable for the professional 
then they have been for the layman. 

As was argued previously, the lay public has delegated 
the authority to detemline what specifics constitute 
"crazy" behavior to the pyschological professionals. In 
the area of police screening, many psychologists and 
psychiatrists have extended their expertise to include 
defining undesirable psychological constructs and 
rejecting applicants who fall within their definition. The 
problem is not that they have constructed what they 
believe to be a valid construct and used it to screen police 
applicants. The problem is that they depend too heavily 
upon their own expert judgement. Until recently, "expert" 
decisions were rarely challenged. Now, challenges arc 
becoming more and more commonplace. The more arbit
rary the "expert's" psychological screening process is, 
the more likely that he or she will be hard pressed to 
defend its job-relatedness. 

In addition, establishing the job-relatedness of a 
psychological con~tnlct requires, according to the 
Ulli/orm Guidelines, the usc of criterion-related valida
tion. Hargrave and Kohls (1984) have called the ability 
to establish this type of validation "problematic", 
meaning that the researcher can only approximate a 
criterion validation. at best. 

The most glaring omission, however, is the lack of' 
research to develop psychological skills analysis of the 
peace officer's job. Such analysis is necessary in order 
to specify which constructs arc related to the psycholog
ical demands of the job (Benner. 1984; Eisenberg and 
Kcnt, 1972). 

In his review of the literature (Bcnncr, 1984), found 
that the majority of police agencies had no idea how their 
psychological consultants arrived at a determination of 
suitability. An often heard rcmark was that the agency 
told the consultant what type of' officer they were looking 
for and the consultant obliged. Of the agencies surveyed, 
virtually none had any idea of how the consultant deter
mined the validity of the psychological screening proce
dures. In ract, there was very little understanding about 
the whole subject of validation. To Benner (1984), this 
indicated that the psychological consultants had either 
been unable to, or uninterested in, educating their clients 
nbout the validation issucs involved in psychological 
screnning. Yet, the police ndministrator, as client, is 
responsible if therc is a challengc to the validity of the 
psychological screening procedures. The same 01' diffe
rent consultants would then huve to be paid ttl give "expert 
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testimony" in the court proceedings. (nhe charges against 
the psychological screening process are sustained, it is 
the police agency and the municipality which sustains 
the impact of the court's judgement. The psychological 
consultant simply moves on, leaving it to someone else 
to sort things out. The points is, "caveat emptor"-Iet 
the buyer beware-hardly seems the hallmark of profes
sionalism. 

In 1972. Eisenberg and Kent researched the contem
porary literature on psychological screening of police 
applicants. One particularly harsh and strongly worded 
conclusion was that they found professionals whose selec
tion and research procedures bordered upon charlatanism. 
Although many more professionals have entered the field 
of psychology in the ensuing twelve years, and a greater 
proportion of psychologists and psychiatrists have 
become involved in psychological ~creening of police 
applicants, thcre is no strong indication that the situation 
has markedly improved since Eisenberg and Kent 
reviewed it (Note 4), 

SUMMARY AND CONCLUSIONS 

Distrust of thc police has always existed. First, the 
concept of policing was resisted. Then the individual 
departments were held to be corrupt. Today the focus is 
upon misconduct of individual officers. 

The evolution of policing has bcen largely shaped by 
opinions about what policing and police ufficl:!rs should 
/lot be. While the "should nots" have been specific and 
clearly articulated, less consensus cxists about what 
policing and police officers should be. This is clearly 
demonstrated in the area of police selcction, particularly 
psychological screening. Citizens clearly do 11(.1{ want 
mentally or emotionally unstable or abu&ive officers. 
Authority to de,,!rmine what constitutes "stability" has 
been delegated to mental health professionals, most com
monly psychologists or psychiatrists. It matters vcry little 
that the field of psychology is only marginally capable 
of predicting "bad" officer candidates. Psychologists and 
psychiatrists arc expected, not only, to screun out the 
"bad" but to be able to screen in the "good" Unfortu
nately, consensus dcfinitions of "good" or "suitable" have 
not been developed either among the professionals or 
members of the lay public. 

Absolute and unchanging definitions arc not likely. 
The police function includes the role, within the democ
ratic process, of being kcepers of the "status quo". This 
means enforcing existing laws or governmental policies 
that may no longer enjoy popular support but, at the 
time, have not been changed. There is scldom n time 
whcn this dynamic, with its uttendent tension, docs not 
exist. Within this context, the police function will always 
be viewed us antagonistic to "prc>gressivc" or "liberal" 
causes. This ongoing tension ensures that a popular con-



sensus about what it is to be a "good" or "suitable" officer 
will not be achieved. 

Police administrators are pressured by court cases 
involving negligent admission of "bad" candidates; they 
are, simultaneously, being confounded by complex issues 
of test fairness and validity. Attempting to satisfy these 
two technical, and related, but sometimes conflicting 
mandates, causes police administrators to turn increas
ingly to psychological experts for guidance. Unfortu
nately, the experts have no remedy to satisfy the dual 
mandate, as the mandate lies outside their professional 
arena. However, too often these professionals do not 
articulate, or are not aware of, the limits of their 
capabilities. Too often, psychological consultants depend 
upon their own "expertise" to detern1ine what constitutes 
a "good cop". The police administrator, as client, seldom 
understands what the professional consultant is doing. 
The situation raises questions as to the professionalism 
with which the consultants provide their services. When 
failures or chaIIenges do occur, it is the police adminis
trators who bear legal responsibility. The public some
times concludes that these administrators are either inept, 
unresponsive, purposely obstructive or all three. This 
perception causes the embers of distrust to be fanned, 
once again. 

[t is necessary to admit that, presently, there are no 
clear answers. Police administrators must learn more 
abol t~ the central issues involved in psychological 
screening of police candidates. 

Then these administrators must demand that their ex
pert consultants clearly articulate how they can or cannot 
address those issues. There is a need to identify the social
philosophical and operational assumptions involved. 
These need to be criticaIly evaluated to determine their 
appropriateness and utility. 

As a starting point, there are three practical require
ments that police administrators should include as part 
of their professional services agreement with any 
psychological consultants doing applicant screening: 

First, the expert consultant needs to have 
a working knowledge of the Uniform 
Guidelil/es on Employee Selection, Addition
ally, the consultant should be responsible for 
providing training to police administrators 01' 

their designated representUlives. This training 
should include how the psychological screen
ing procedures arc to be validated, why the 
consultant's research strategies arc approp
ritae, und how their approach satisfied the 
Uniform G/lidelil/es. 

Secondly, expert consultants should agree 
to outside evaluation of their work, The aim 
is to obtain quality control through the use 
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of an objective third party. It also shows a 
"good faith" effort if the procedures are leg
ally challenged at a later time. The evaluation 
can be achieved by requesting a review from 
appropriate state or federal agencies and/or 
by hiring a recognized expert. 

Third, the expert consultant should be re
quired to make regular reports to the police 
commission, the civil service commission, 
or the city council to which the chief police 
administrator is responsible. As a tactic, this 
reduces the police administrator's personal 
liability because the psychological screening 
procedures being used have been duly re
ported to the next level of governmental re
sponsibility. As a practical matter it forces 
the expert consultant to clearly articulate, in 
lay terminology, what is being done, why it 
is being done, and then to answer questions 
that the officials or their constituency may 
have. 

These requirements are practical because they address 
the very real needs that the police administrator, as a 
clients, has. They appropriately shift the technical burden 
back to the "experts". These requirements will also 
increase the probability that competent professionals will 
offer their services while the less qualified will be intimi
dated by the increased responsibility and the high level 
of scrutiny involved. Finally, the reporting required is 
practical because it provides public information that, over 
time, wiII lead to more understanding and greater trust 
between the police and the citizens they service, 

REI<'ERENCE NOTES 

Note I. The 2-.5 pt~r('f;'nt estimate is based upon conver
sations with various police psychologists who do police 
applicant screening, Drs. Hargrave and Kohls, resear
chers in the field for california Peace Officers' Standards 
and Training Commission, concur. Dr Hargrave's re
search indicates that, in general, the average percentage 
screened out by most psychologists falls in the 20% range; 
in other words, 2-5% for severe emotional/mental dys
function arc screened out while 15-J8% are rejected as 
"unsuitable" 

Note 2. U,S. Equal Employment Opportunity Commis
sion, U.S. Civil Service Commissioner, U.S. Department 
of Labor, and U ,So department of Juslice. Uniform 
Guidelines on Employee Selection Procedures, Federal 
Register, 1978. 43 (166) 38295· 38309, This document 
is of critical importance to the issue of valid selection 
procedures, Yet, few police administrators know or un
derstand it. 



Note 3. There is a major problem associated with criter
ion validation within the law enforcement context. An 
attempt to do "pure" research could, ideally, involve the 
assessment of a large peace officer applicant pool without 
rejecting allY of the applicants. Predictions about the 
applicants emotional stability and suitability could then 
be contrasted to their subsequent performance; this would 
be a predictive longitudinal study. This would mean, 
however, that "crazy cops" would be hired so they could 
fail! This would be an example of both "pure" research 
and pure legal liability. Thus, the issue becomes valida
tion versus vicarious liability. This would be unconscion
able. Therefore, assessment research within the law en
forcement context has a built in restriction of range aspect 
that adds to the homogeneity of the applicant pool that 
many researchers feel already exists. 

Note 4. The author reached this conclusion by reading 
the literature and talking informally with recognized ex
perts. The issue is a sensitive one as it directly relates 
to professional reputations and profitable contracts. There 
are police psychologists who avoid the issue because they 
have been threatened with civil suits by those who feel 
their opinions were meant to discredit them. 
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THE JOB PREVIEW IN POLICE SELECTION 

Katherine W. Ellison, Ph.D. 
Sgt Willian 1. Marshall, 11/. 

Officer Robert A. Sobers 
Detective David M Harman 

Selecting the right person for the complex and sensitive 
job of police officer is not any easy task. One of the 
complications is that many candidates have unrealistic 
expectations about the nature of the job. Whether they 
view themselves in the law enforcement mode, as pros
pective John Waynes or Dirty Harrys, or in the "Dudley 
Do-right" service model, they seldom have a clear picture 
of the complexity of the job. Unrealistic perceptions make 
the stressors less tolerable and encourage the cynicism 
which many authors have decried. In contrast, the liter
ature on stress universally endorses the value of predic
tability in lessening the harmful effects of pressure. I 

One way in which industry has dealt with the problems 
caused by unrealistic perceptions of a job is through "job 
previews." 2 These have ranged from booklets describing 
the job to allowing prospective employees to perform 
some of the tasks. Both negative and positive aspects of 
the work are discussed or demonstrated. Studies on the 
effectiveness of job previews have shown that they lower 
the drop out rate and increase job satisfaction without 
appreciably increasing the number of people who are 
offered the job but do no take it. 

Perhaps without realizing it, some police departments 
have provided job previews through their cadet, auxiliary 
or Law Enforcement Explorer Scout programs. While 
there is little research on the success of these programs 
as vehicles for selecting new officers, theoretically, at 
least, they represent the ideal job preview. They give the 
prospective officer a realistic view of policing, and, in 
some cases, may convince him or her that this is not the 
right career choice. They also provide much initial train
ing and give the agency an opportunity to assess the 
candidate's performance. 

A less intensive form of job preview, one that would 
be more practical when the department has only a few 
candidates, would be a "ride along" session. Not only 
could the prospective officer sec the realities of the work, 
he or she also would be able to ask questions. 

While programs such as this arc ideal precursors of 
employment in law enforcement agencies, it is seldom 
practical for a department to require prospective em
ployees to pass such a screening. First, some good appli-
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cants may not feel they have the time to .devote to an 
auxiliary program. Second, when the department has 
many applkants, it would be strained even to provide 
ride-alcilgs. 

In the spring of 1983 the Montclair Police Department 
was selecting new officers. The economic situation led 
to the expectation that there would be many applicants, 
some of whom were desperate for any job. It seemed 
important, as much as possible, to spare both these applic
ants and the Department the trauma of appointing candi
dates whose unrealistic expectations would interfere with 
their ability to perform effectively as police officers. The 
Department began to explore possibilities for job pre
views which might encourage inappropriate applicants 
to screen themselves out. 

Expectations were confirmed: almost five hundred 
people applied for the projected dozen opening in the 
Department. Although it might have been preferable to 
have given each of these prospective officers actual 
"street" experience, such a number made that impossible. 
As an alternative, the decision was made to provide a 
session in which officers from the Department could 
describe to applicants their experiences and perception 
of the "job," and answer questions. 

To accomplish this, several "job preview" sessions 
were scheduled. To increase the chances that the majority 
of candidates could attend, they were given in the even
ings and on weekends. Each candidate was informed of 
the sessions when he or she picked up an employment 
application. 

The literature onjob previews says that the best strategy 
is to tell the truth, including the disadvantages of the job, 
and that, of course, people are more likely to pay attention 
to others whom they perceive as being knowledgeable 
and also as similar to themselves. These principles guided 
both the selection of the officers to give the job previews 
and what they were asked to say. 

Each session was run by three officers from the Depart
menl. One was a sergeant with seventeen years experi
ence, and two were officers who had fewer than five 
years on the job. The purpose of the job preview was 
explained to these officers, and Lhey were encouraged to 



"tell it like it is." The Township's Personnel Director 
was present to answer questions about benefits and other 
personnel policies, and the psychologist who had 
developed the selection process was available to describe 
it. 

About three hundred candiates attended the sessions. 
The officers laid out realities of policing in Montclair 
very graphically, including the relatively low pay, the 
times of boredom and the frustrations of working with 
what Wambaugh has called "the worst of people and 
ordinary people at their worst.,,3 They warned that new 
officers could not expect a regular schedule or vacation 
time in the summer, and would often be given the most 
distasteful assignments. They also described the things 
they had found rewarding, particularly the job security 
and the opportunity to provide a service. They answered 
the applicants' many questions thoughtfully and candidly. 

Two hundred people took the written examination 
which was the first part of formal selection procedure. 
Of these, 80% had attended the job previews. Because 
the sessions were voluntary, it can be assumed that the 
candidates who attended were sincerely interested in the 
job and not just applying to fulfill a condition for un
employment benefits. That more than one hundred did 
not continue may say that the purpose of early self-screen
ing was accomplished. 

Footnotes 

ISee elll,on, K. w, ,~ Gen~. J. I •. (/983) Siress lind Ihe pollee officer. Springfield, III.: 
Thomlls. 

'See W,IIII1I1.I. J. (1977) Orgunlllltiunal enlry: Newcomers moving rrllm oUlsldolo Inside. 
Psychologlcnl [lulleJin. 84. 612·615; ulso lIapha,/. M. A. (/975) Work rreviews clln reduce 
lumover und Improve perrormunce. Personnel Journill. 54. 97·98. 

lWamiulllsh, J. QUoled in Drelrus, C. (1980) 1\ converslllinJl wllh Joseph Wombough 
Police. 3 (3). 33·39. 
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About fifty of the candidates who attended the sessions 
were interviewed informally for their impressions. All 
expressed gratitude for the opportunity, even those who 
decided not to continue through the process. Several men
tioned that they had applied to a number of police depart
ments and had not encountered anything similar. They 
felt it demonstrated concern on the Township's part. The 
officers who participated also were pleased, and favorable 
comments were received from other members of the De
partment and from Township officials who had heard 
about the sessions from colleagues or applicants. 

Possible modifications for future programs include 
lengthening the sessions from one hour to two, and in
cluding a movie. The film, "Dealing with Death,'>4 has 
proved an excellent vehicle for helping audiences under
stand the stressor of policing in other contexts and is one 
of the most powerful of those available commercially. 
Alternatively, it might be possible to make a short film 
about the local department. It might also be appropriate 
to follow the lead of the United States Military Academy,S 
and include some of this information in the booklet which 
is given to each applicant. 

Evidence of the success of this job preview program 
in preliminary and largely anecdotal.6 However, at the 
very least, even if the program only reduced the number 
of candidates who had to be tested, it will have more 
that paid for itself. At best it may increase the effective
ness and decrease the frustrations of future generations 
of Montclair police officer.7 

"ThIs film is IIvuiluhle rrom MUiotolu TeleprogllllJls. Inc. 
'Sce Raplwd, "I'. <II. 
1YJ11is rlliling will he pnrtinlly remedied In Ihe ne,1 cycle when nllendees will be usked ror 

It ",UTI! ronllul I!Yllluntiun lIr the pmgrunt. 
'The uUlhors would like 10 IhUIlk Montellll, lowllshlp Manager limr.nd KrlU/al/, Police 

Chief Edward GIblin and forlller Township Personnel Pireclor J(I.rep" Mrulda/(!/I( fur Ihelr 
sUPl"lrt of Ihls proJecl. 



DEVELOPMENT OF A COMPREHENSIVE SELECTION PROCEDURE 
FOR A MEDIUM SIZED POLICE DEPARTMENT 

Katherine W. Ellison, Ph. D. 

Selecting the right person for the complex and sensitive 
job of police officer is not an easy task; it has been the 
subject of much discussion in the law enforcement liter
ature. Lawsuits challenging selection criteria --or the 
threat of such suits--often have provided impetus for the 
development of new procedures. 

Some of the selection devices currently in use have 
drawn on the most up to date technology of test develop
ment and validation. However, many of the procedures 
being used by police departments, and even many of 
those described in the literature, are remarkably 
haphazard and based on untested assumptions. Even civil 
service procedures, on which there is usually at Icast 
some cursory validation, often have problems: they are 
especially likely to be out of date. Candidates have told 
us that they change little from administration to adminis
tration, so that there is a practice effect for those who 
try, try again. 

In many instances, departments base their choice of 
selection procedures on the grateful testimonials of other 
departments, or select individuals or organizations to do 
their testing who, although they may be trained in the 
generalities of test administration, have little experience 
with police and little feeling for the unique requirements 
of the job. Thus, an administrator will contract a private 
agency that conducts "psychological test." Candidates 
are given standard intelligence and personality teslts, and 
perhaps a short interview. (Background information is 
seldom available to inform this interview.) The examiner 
then writes a carefully ambiguous report on all but the 
most obviously disturbed or intellectually intellectually 
inadequate candidates.2 In the few cases in which candi
dates are tested again, primarily because they were re
jected on the basis of the first testing, and have sued, 
there is little interrater reliability. Further, and perhaps 
more important, the psychologists seldom take the time 
to explain their procedures to the street officer or to elicit 
his cooperation, The officers or the department, who are 
responsible for the critical process of socializing recruits, 
may distrust the selection process and fail to lend their 
support to those chosen by it. 

One of the most common assumptions made be some 
department administrators as well as by many of the 
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professionals who help select officers is that the task of 
policing does not vary from jurisdiction to jurisdiction, 
or from assignment to assignment, so that a single test 
will suffice for all. Little evidence supports this (Ward, 
1970, Wilson, 1968); indeed it contradicts the evidence 
from other occupations3 Along the same line, 
psychologists may even assume that the personality 
characteristics that are "normal" for other popUlations 
and other occupations will predict who will be a good 
police officer. Again, the evidence is not supportive. 
Rhead and his colleagues (1968) note that "certain traits 
oruinarily considered 'pathological' are essential ingre
dients of personality structure of the 'normal' police 
officer. ,,4 

It is also frequently assumed that personality is stable
that it will not change in response to experience "on the 
job." While the issue is still under debate, at least some 
research has demonstrated that officers' personalities can 
and do change even within the first few years on the job 
(Niederhofer, 1967; Lefkowitz, 1977). 

The problem of selection is particularly critical for the 
small or medium-sized police department. In a large 
department, where flexibility is greater and, at least 
theoretically, indi vidual idiosyncrasies can be taken into 
account, officers may be placed in jobs that suit their 
abilities. There are more "slots" in which to "bury" 
problem officers, especially those who are poor at dealing 
with the public. Large departments may have the 
resources to develop their own tests. In the smaller depart
ment, even if administrators are aware of the issues 
involved in the choice of selection procedures, few feel 
that they can afford the necessary professional help. 

In the spring of 1983 the author was asked by the 
Township of Montclair, New Jersey, to develop a selec
tion procedure for new officers. The Montclair Police 
Department has an authorized strength of just over 100, 
and needed a "list" of 12-20 names to fill expected vac
ancies over the following two years. Affirmative Action 
concerns were particularly important. Montclair is a town 
of just under 40,000 located approximately 15 miles from 
New York City. It is classified as an urban/suburban 
community, with a varied ethnic and socioeconomic mix. 

The budget for this process was extremely limited. 



The task of the team of psychologist and officers assigned 
this project was to provide the biggest bang for the buck." 
We decided to develop our won test rather than to use a 
"packaged" test with validity data based on other depart
ments or a psychological testing service which had no 
validity data on its procedures ror use with police:5 

We saw the task as ajoint venture, requiring the exper
tise, involvement, understanding and acceptance of a 
variety of people, whom we came to call, using Edwards' 
(1980) term, "stakeholders." Although we sought input 
from Township leaders and ordinary citizens, we realized 
that the involvement of police personnel at all levels of 
the Department hierarchy was particularly critical to our 
success. All phases or the project were reviewed with 
officers, supervisors and managers; we relied particularly 
heavily on the advice and suggestions of patrol officers. 
The usc of police personnel and of students who received 
"independent study" credit for their work, as well as the 
cooperation of Montclair State College in allowing us 
the use of some of its facilities, greatly decreased the 
cost to the Township, 

The commitment of the psychologists on the team to 
involving members of the Department provided the first 
challenge. Other professionals who have come in as "out
siders" to a variety of organizations to help in personnel 
decisions have described the problems inherent in gaining 
involvement, acceptance and trust, especially of the "rank 
and filc" (French & Bell, 1978). The Montclair Depart
ment was far From free of the cynicism and distrust of 
"civilians," particularly of social scientists, which has 
been described in the literature (Lefkowitz, 1975; Meehl, 
1970). To achieve the credibility necessary for a valid 
job analysis. much thought and many hours were spent 
identifying and gaining the cooperation of opinion leaders 
within the Department. These informal interviews also 
provided ideas for categories for the more formal phase 
of the job analysis. 

The opposite peril for the social scientist who works 
with police is that of being "coopted:" of becoming so 
identified with the officers, so much of a "buff," that 
objectivity, and the claims of other legitimate "stakehol
der," are sacrificed. This is a particular problem when 
the social scientist is a permanent employee of the police 
department. 

The first formal step was 11 job analysis to determine 
the specific tasks performed by Montclair patrol officers, 
and necessary skills and abilities. We interviewed ran
domly selected patrol officers and the majority of the 
patrol supervisors, and spent many hours "Iluing-along," 
sampling from all three shifts on ... very day of the week. 
A checklist was used to record the frequency of various 
calls and kinds of interaction with the public. Special 
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attention was given to the handling of the kind of calls 
which the interviews identified as "critical incidents" for 
performing the patrol function. Interestingly, there was 
substantial agreement among supervisors and patrol 
officer both on the critical functions and on those officers 
who were particularly skilled at performing them. Files 
and records were then analyzed to support the interview 
data and to study seasonal differences. 6 

The next step in the job analysis was a series of ques
tionnaires and structured interviews given to Township 
"stakeholders." The instrument was adapted from Dun
neUe and Motowidlo (1976), and was similar to one given 
to officers. it asked citizens to rate the importance of 
various police tasks. All the members of the Township 
Council, community leaders (including clergy) and a 
stratified quota sample of 100 people from the general 
population were included. An analysis of the training 
provided by the county police academy helped identify 
the skills for which training would be provided, and those 
for which we had to select. 

The job analysis indicated that we needed to try to 
select for several rather different kinds of abilities. The 
first kind could be gauged most profitably by a written 
examination. We developed a 100 question multiple 
choice which tapped reading comprehension, basic arith
metic, memory, and ability to understand diagrams. A 
section on "judgment in police situations" was also 
included, as was a "writing sample." Although there was 
a section of "personality" questions, particularly on 
authoritarianism, it was not included in the scoring, but 
is being used for research purposes. 

Validating the written test presented serious problems. 
We would have liked to have administered the test to all 
the current patrol officers and correlated their scores with 
other measures of performance, such as supervisors' rat
ings, peer ratings or measures of performance such as 
evaluations, commendations and the like, thereby 
obtaining a measure of concurrent validity. Unfortu
nately, the interviews with officers and supervisors con
firmed our fears that there would be much resistance to 
giving negative ratings, and that an attempt might injure 
our credibility. Measures of performance from the of tic
ers' files were not considered reliable. Also, even if we 
had been able to collect these data, the' patrol force has 
only about 60 officers, limiting the statistical accuracy, 
More serious was our concern for the security of the 
instrument: many of the officers had relatives or friends 
who planned to take the test. 

In light of these concerns, we decided to limit our 
efforts largely to content validity, assuring that the items 
tcstcd a reprcsentative sample of the necessary abilities. 
To increase the chances that the items would not discrimi-



nate on the basis of race or sex we tested them with equal 
numbers of blacks and whites, males and females in their 
early twenties matched for education with the applicants 
for the previous test. We then eliminated items on which 
there were major differences between groups. 

Although ihe literature scorns face validity, claiming 
that there is no need for a test to "look right," officers 
were almost universal in condemning the instrument 
which the Department had used previously on the grounds 
that "it didn't have anything to do with being a police 
officer;' and was, therefore, not trustworthy. We decided 
that it was as easy to make a test that satisfied both 
content and face validity criteria; our reading comprehen
sion material was drawn from legal texts, our arithmetic 
asked for bail bond amounts, our memory items were of 
wanteu posters, and so on. 

The process of performing the job analysis, developing 
and validating the test took three months. Meanwhile, 
the job was advertised. Four hundred and ninety six 
people applied. Inspired by an excellent booklet 
developed by the Educational Testing Service (Rosenfeld 
& Thornton, 1976), we decided to give each candidate 
a booklet describing the selection process and including 
the items to be used in the Memory section of the written 
test. It also included all the words on the test which were 
above the tenth grade reading leveL. 

We also decided to practice what we had earller 
preached (Ellison & Gcnz, 1978). Because it has been 
our experiences that many applicants for police positions 
either have an unrealistic view of the job, or little idea 
of what it entails, candidates were invited to attend a one 
hour "job preview" session. 7 The sessions were scheduled 
in the eveningf> and on weekends to increase the chances 
that candidate!> who wished to could attend. In these 
voluntary sessions, a sergeant and two of the younger 
patrol officers each talked about their experience and 
perceptions of the job, and answered questions. They 
had been asked to include the problems as well a~ the 
advantages of the job, and were refreshingly candid. The 
Township's Personnel Director also was present to 
answer questions about benefits and the like. Over 300 
candidates attended the sessions. 8 

Two hundred candidates took the two and one half 
hour test. 9 The top hundred were invited to take a physical 
fitness examination. 10 We used the standard New Jersey 
Civil Service Police Physical Examination, but, because 
we had no validity data on it and, indeed, suspected that 
many of the officers now on the job would have had 
trouble passing it we set the passing score fairly low. A 
second reason for this lower score was to i~crease the 
number of female candidates passing this hurdle. Ironi
cally, more males were "saved" by this lower cutoff than 
females. 
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Throughout the first part of the selection process we 
had neglected what we consider-and the job analysis 
confirmed-to be the most important characteristics of 
the police officer: the interpersonal skills. Although we 
would have preferred to have conducted a full tledged 
assessment center time and money limitations precluded 
it. We decided that the next best alternative would be a 
panel interview. 

Although panel interviews are extremely common in 
police selection, they often have severe problems (Landy, 
1976). In preparing for ours, we talked with a number 
of other departments about their procedures. We found 
that most of them used unstructured interviews, with few 
specific criteria for rating. We decided on a structured 
situational interview, involving some of the job analysis, 
and gave the interviewers behavioral criteria defining the 
meaning of these dimensions. The weight of each dimen
sion was determined by the job analysis. The rating instru
ment was behaviorally anchored. 

The dimensions on which candidates were rated were 
(I) oral communications skill, (2) appearance, (3) ability 
to deal appropriately with pressure, (4) maturity, (5) emo
tional stability, (6) and "other" category for comments, 
and (7) an overall rating of suitability for police work. 
We asked members of the Department to give a list of 
questions and situational simulations that assessed these 
dimensions, and chose from this list those on which there 
was substantial agreement. 

The next task was to choose the panel members, In 
our survey of other departments we found that, in most 
cases, their panelists were either all from the department 
or all outsiders from other law enforcement agencies. 
These officers were usually of command rank; it had 
been many years since most had been on patrol. 

We decided that a mixture of people from inside and 
outside the Montclair Department would best serve our 
needs for objectivity and freedom from the accusation 
that "the selection was political," while still tapping the 
expertise of members of the Department. fn the interest 
of time, we used two panels. Each had five members. 
Two members of each panel were from the Montclair 
Department: one was a sergeant or lieutenant, the other 
a patrol officer or detective. 12 A third panel member was 
an administrator from another police department, and the 
fourth was a psychologist. The last panel member was 
a citizen of the Township (but not a Township employee 
or official). Each panel had at least one member who 
was a member of an ethnic minority group, and one 
woman. l

:1 Panel memhers received training in inter
viewing and rating. 

Thirty-four candidates interviewed; there was consid
erable inter-rater reliability on all the dimensions. Of the 
candidates, fourteen were judged marginal or unaCCE.'ryt· 



able, and four withdrew. An extensive background inves
tigation eliminated several more. After a medical exami
nation, seven candidates were appointed. 

The seven new officers have now completed their 
Academy training and are in their probationary year. The 
written examination proved to be an excellent predictor 
of their Academy grades: the correlation between test 
score and Academy grades was r= .92. Thirty academy 
students from other jurisdictions were also given our test; 
the correlation between their scores and Academy grades 
was r= .89. The process of validating the panels' judg
ments is continuing. 

Although we are pleased with our preliminary results, 
we realized from the beginning that selection is only one 
part of a complex set of factors determining the efficiency 
of any organization. As with any important change in a 
system, this procedure has had reprecussions in the rest 
of the Department. One of these has been in training. 
We have stressed throughout our involvement that even 
if "ideal" candidates are selected, inappropriate training 
and poor first experiences on the job can ruin even those 
with the greatest potential. We therefore found it critical 
to coordinate the selection procedure with intensive 
training and evaluation, a process which is ongoing. 

Other changes have also been taking place. Patrol 
officers and sergeants have become more involved that 
ever before in the decision-making processes of the 
Department. Finally, there has been an increased willing
ness to collaborate with social scientists for mutual 
benefit: increased efficiency for the Department and evi
dence for the scientist. 

.Footnotes 

'I wOllld like 10 acknowledge grlliefully the suppon and coof!<!ratlon of MOlllclalr 'fownshlp 
Manager Bertrand K"/ld"lI, Police Chief Edward GilJlin. lind oflhose members oflheMonlclDlr 
Police DepDrtmenl IIlId citizens of Ihe Township who gave ,0 genemusly of Ihelr lime and 
cXf!<!nise. I must DI,o Ihaok Ihose sludenls aod ,'aff of Monlcillir StDle College who worked 
wilh us Ihmughoullhe proce,s. Finally. SpcclDllhallks go 10 my resellreh lI~soclale, Bruce A. 
Fornelius. 

'Lefkowitz (/9771 and olhers have described these pmhlems In SOllie delail. 
1VDlidity gellerallzlllloll remains a conlrnvcflillli topic in induslrlal psychology, with GiII .• ,,1Ii 

(1966) arguing Ihlll vlll/dllY Is situallon sf!<!cln", and Schlllidt and collellgues (1976) believing 
Ihlll It Is broadly genemlizllble. 

"In a Slale slIeh as New Jcrsey, Where all civil service Jllrlsdlcllons. rrnm urban celliers such 
liS Newllrk In very rurul arells lise Ihe same Icsl. civil service eXllmlnutions also suffcr from 
Ihis problem. 

'The budgellhnltnUon, preclude the use of some of Ihe commerelally-avl·Jlable 'e,', which 
include provisions fur validation by Individual depllnmelll'. The lest described by DII/illetle 
elll<l MCJtCllI'ld/o (/976) Is one such Instrument. 

"nd, IInaly,ls revealed Ihlll officcrs lended 10 overeslbnllie Ihe numher uf clllls, especially 
licrirllc'i calls in Iht! Hbust lower soclncconomic zone, DIIlI underestlmllte thern in the more 
IIrnucn~ "quite" zone. 

1The Ideal Job prevIew would include IIlleasl a rew huUI.1 of"r1de,"long," or. beller, several 
mOnlhs of serving liS un aUxlllllry. Obvlou51y Ihl, wa, nol fellslble with SO Inany cllndldates. 

6-rhc concern lind professionalism of Ihose whQ purtieipaled In Ihese previews: SRt, WI/I/anl 
J. Murs/rall. f)etectlve David M /lar",,,n, Officer Lee Mem/II und Officer Hailert A. SO/lers 
of Ihe Monlclair Pl)lice Departmenl. lind Je!SrI''' Muclda/ellll, Ihe Ihe Townshlp's Personnel 
Dlreclol. made Ihem slIcccssful. 

'Other lucill police IIgencles IlIiVe lold Us Ihallhey hnd similllr ullrillon rales fur , .. "nlleslS. 
They nllribule Ihelll 10 Ihe posslbllilY Ibnl many people signed up ns plln of the conditions for 
",celvll'S unemploymenl bellenlS, bUI hnd no IlIlenlion of contending seriously r<lr Ihe job, Of 
Ihose Who did tllke Ille le~l. 80% lu,,1 Ill~o attended Ihe joh preview. 

'''I1.c deCisions !JII Ihe number or cnntlldnle; 10 pa!. on frum ~\It~e III sillge Were II1l1de 
largely Oil n pragnlllilc ha,ls. lilkinA cos! ami prevloll~ experience inl<l Il~Ct)lIl1l. 
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liTo choose these individuals, We asked all the members of the Department we could reach 
to provide us with nominations. We chose at random from those who had received several 
nomlnallons rrom officers at a\llevel. orlhe Department hlemrchy Dnd wh~ had no oUlstanding 
citizen complaints. 

III again want to thunk our punell11cmbcrs: from the Montcluir Police Depanment, Lt. John 
McGill. Sgl. Thomas Rosso. Officers Leonard DePoe, Raben Duncan and Raben Sobers: 
Deputy Chief Thomas GronabDn, East Orange. NJ. Police Departmenl: Lt. Roben louden. 
New York CilY Police Departmenl: Dr. Joan Silverslein. Monlclalr Slate College; Dr. Sleven 
Band. FBI: Ms. Gloria Oil. Mr. Bobie Collie, Ms. Jayne Rich, Ms. Om Shears. 

131n each of these cases, some suspicions about the cundidl1le had been expressed by panel 
members. 
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DEPUTY MARSHALS AND PATROL OFFICERS: 
DIFFERENTIAL SELECTION STRATEGIES 

Joseph M. Fabricatore, Ph.D. 

Over the years physicians have typically certified the 
medical. and emotional acceptability of peace officer 
applicants. But on January 1, 1984 existing law in 
California was expanded to include licensed 
psychologists meeting certain educational and experience 
criteria. Specifically, the law now states: "Emotional and 
mental condition shall be evaluated by licensed physician 
and surgeon or by a licensed psychologist who has a 
doctoral degree in psychology and at least five years of 
post-graduate experience in the diagnosis and treatment 
of emotional and mental disorders." 

Psychologists had, in fact, been performing such evalu
ations for years, and the law simply recognized what had 
become an accepted practice. An unexpected consequ
ence of the law's amendment, however, was to refocus 
individual departments concern on the emotional suita
bility of police officer applicants. Accordingly, the Los 
Angeles County Marshal's office saw the law's passage 
as the appropriate opportunity to install a psychological 
selection function. Up until this time Deputy Marshal 
applicants had not been psychologically evlauated but 
had been appraised through the usual written, oral and 
background selection procedures. The inclusion of a 
psychological assessment component was a significant 
departure for this relatively small law enforcement agency 
which consisted of some 750 employees, 575 of whom 
are sworn. 

Job Description 

Although agencies may differ among themselves, the 
basis job of the patrol officer is pretty consistent across 
all departments. By contrast, the job of the Deputy 
Marshal in Los Angeles County differs significantly from 
comparable jobs in the Sheriff's Department or in the 
Los Angeles Police Department. For one thing Marshals 
do not patrol. Secondly, while patrol officers arc more 
likely to deal with suspects primarily, marshals deal with 
individuals who typically have already be~n arrested or 
convicted for some crime. Job observation and repeated 
ride-alongs made it clear that the Deputy Marshal, while 
still required to have the responsiveness and discretion 
of judgment that a patrol officer needs, also must rely 
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more heavily upon interpersonal skills and communica
tion with the public in order to accomplish the iob. 

The position description then tor Deputy Marshal 
encompasses the following areas: 

J. Ellforcing order within the courtroom. 
One basic duty of Deputy Marshals is to act 

as bailiff in the courtroom of the Los Angeles 
Municipal Court. Marshals maintain order in 
the courtroom, guard prisoners and transport 
them to and from jails for trials. Bailiffs also 
maintain security for juries during jury deliber
ations. And bailiffs work closely with judges 
and court clerks to assure the efficient operation 
of the courts. 

2. Servillg civil processes alld writs. 
Deputy Marshals are authorized to serve civil 

processes and writs that arc issued by the court. 
In this area Marshals must be thoroughly versed 
in all aspects of civil procedures as are outlined 
in the various code books planning the law. 

3. Transporting prisollers. 
In addition to transporting prisoners to and 

from courtrooms and jails, Marshals control the 
courthouse lock-up facilities and arc responsible 
for prisoners while they are housed in courthouse 
jail facilities pending trial or arraignment. 

4. Servillg warrclI/ts. 
Deputy Marshals arrest individuals for out

standing traffic warrants, bench warrunts, mis
demeanor warrants and non- support warrants. 
In addition to serving civil subpoenas, they are 
also responsible for serving criminal subpoenas 
when directed. 

The Deputy Marshal, then, operates primarily within 
the courtroom or the jail, deals mainly with prisoners 
and serves warrants. These basic jobs were then reviewed 
with an eye towards the psychological requirements 
needed to successfully enact the role demands. For exam
ple, in dealing with prisoners and monitoring them during 
transport, Deputy Marshals must be able to responsible 
physically to altercations and yet maintain sufficient emo
tional control that they arc not provoked or ruffled by 
prisoner behavior. In this regard Marshals need the self'-



confidence and emotional stability as well as the judgment 
required of patrol officers when dealing with hostile sus
pects. In the area of serving warrants the role of the 
Deputy Marshal perhaps comes closest to that of the 
patrol officer. Here a "street sense" action-orientation 
and general awareness are all required to successfully 
carry out the job. Marshals serving warrants work with 
a partner, drive a car, enter peoples homes, search and 
apprehend identitied individuals and transport them for 
jail. 

In reviewing the job duties and requirements for the 
Deputy Marshal position, it became clear that a great 
deal of communication and interpersonal sensitivity skills 
were required to successfully carry out this job when 
looking at the contact with the public dimension. Deputy 
Marshals relate most to the public when they are evicting 
individuals from residences or repossessing cars. Evic
tions take up 90% of their non-warrant field activities. 
While maintaining the necessary degree of survival vig
ilence, the Deputy Marshal in serving an eviction must 
be persuasive to a resident who, in most cases, is not 
willing to be evicted and resists the action. Of course, 
the Marshal can arrest and jail an evictee for failure to 
comply, but a more persuasive, "talk strategy" is prefer
red. In this area the Marshal needs a balance of approp
riate assertiveness and a lot of P.R. ability. 

In addition, then, to the emotional stability that is 
required of all law enforcement officers, Marshals, 
because of the unique requirements of their role, must 
not only be "screened out" if emotionally unstable, but 
also need to be assessed with an eye toward the approp
riate psychological or personality dimensions for the job. 
In contrast to the patrol officer function where healthy 
and controlled aggressiveness is considered a plus since 
the job is defined in terms of action and responsiveness, 
the Deputy Marshal role is weighted more toward inter
personal management, both of prisoners and public. 
Accordingly, some applicants who would be quite accept
able and desirable ror a patrol officer's position might 
emerge as less preferable for a Marshal's position because 
of the interpersonal aggressiveness, action orientation 
and readiness to intervene physically as opposed to 
psychologically. Of course, other relevant psychological 
dimensions such as susceptibility to stress-related injuries 
<Ire also considered in assessing applicants. 
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Selection Procedures 

The actual selection procedure is probably a relatively 
standard one considering that psychologists have been 
appraising applicants for law enforcement agencies for 
some now 25 years. After complet:ng oral, written and 
background investigations, the individual is reviewed on 
the results of the Minnesota Multiphasic Personality 
Inventory (MMPI) and a Sentence Completion blank. 
These results are reviewed by a psychologist and issues 
of potential concern are surfaced first with the background 
investigation officer to obtain additional information. In 
addition, the individual's application fqrm is reviewed 
and an interview of one to one and one-half hours duration 
is conducted. Based on the overall result of the interview 
and review of above-cited material, the psychologist 
makes a determination whether or not the applicant is 
acceptable or not acceptable for the position of Deputy 
Marshal. In contrast to some agencies where the 
psychological evaluation occurs outside the loop of the 
regular evaluation procedures, the psychologist is in close 
contact with the Marshal's office and the background 
investigation unit so as to be alert to areas of potential 
concern or areas needing additional clarification. The 
final decision rests, of course, with the Marshal. The 
psychological disqualification rate is approximately 20% 
to 25%. 

Development 

This is a relatively new effort for the Marshal's Office, 
now only eight months old. Future plans include a closer 
evaluation of the selection processes' effectiveness with 
feedback to the psychologist regarding individual's per
formance in Academy training and on-the-job assign
ment. It is anticipated that the range of psychological 
services to the Marshal's Office wiII be expanded as time 
goes on. Current considerations include stress manage
ment as well as the inclusion of psychological input in 
the development of rating and performance scales. An 
additional effort currently receiving strong attention is 
the creation of a peer counseling program which would 
provide support to Deputy Murshals experiencing 
psychological or emotional difftculties. In the peer coun
seling program the psychologist would serve as trainer, 
resource and consultants, but the actual services would 
be provided by Marshal peers. 



N.Y.P.D. PSYCHOLOGICAL SCREENING OF POLICE CANDIDATES: 
THE SCREENING PROCESS 

ISSUES AND CRITERIA IN REJECTION 

Edward Fitzsimmons, Ph.D. 

The Screening Process 

Since its inception in 1979, the N.Y.P.D.'s pre
employment psychological screening section has evolved 
gradually into a highly professional, somewhat sophisti
cated assessment unit. Between November 1979 and July 
1984, we have hired over 12,000 police officers. A typ
ical civil service list may contain as many as 25,000 
candidates to be processed. Under the current system, 
each candidate is given five group administered 
psychological tests,i.e., Minnesota Multiphasic Person
ality Inventory, California Personality Inventory, Police 
Candidate Questionnaire, Cornell Index, and the House
Tree-Person Projective. Additionally, the candidate is 
given a Biographical Data Sheet which outlines his his
tory of functioning in areas of employment, schools, 
arrests, military, and specifies any contacts with mental 
health professionals for evaluations andlor treatment. 
Next, the candidate is asked to write a brief essay on 
what the considers to be the single most stressful experi
ence in his life and how he reacted during it. 

The veracity of biographical information about the can
didate's history of functioning is investigated and 
reported to us by Applicant Investigation Unit. This is 
crucial because there is a small but significant pool of 
candidates who withhold andlor distort historical infor
mation revelant to their psychological functionillg. For 
example, on March 21, 1984 Candidate John X. was 
given an indepth psychological interview. Pertinent his
torical information was discussed including the three 
arrests he listed on Biographical Data Sheet, and he was 
qualified psychologically for pOlice work. On April 10, 
1984 the Applicant Investigation Unit reported to us 
serious psychological information about the candidate 
from their investigation, i.e., his sex crime information 
card revealing the rape of a six year old child. The can
didate lied to the psychologist, and subsequently, he was 
re-interviewed and rejected. 

All candidates are given a mental status interview by 
a staff psychologist who then recommends acceptance, 
rejection, or fUlther evaluation. The latter recommenda
tion is made only with cases that require a specialized 
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interview, for example, projective testing, or a substance 
abuse evaluation by one of our C.A.C. psychologists. 
The recommendation for projective testing usually is 
made when the psychologist intuitively feels that some
thing i~ wrong with a candidate, yet he is unable to elicit 
symptomatology. In one recent case, for example, the 
psychologist noted peculiar affect in a candidate whose 
interview responses were not overtly disturbed. Also, his 
initial figure drawing contained an eviscerated torso, and 
was highly fragmented, distorted, and suggested a 
psychotic process. Administration of the Rorschach and 
T.A.T. elicited clear psychotic material along with suic
idal ideation. Although not many candidates can be given 
individual projective tests due to the constraints that exist 
in a mass screening program, one can appreciate its 
importance with candidates suspected of latent serious 
psychopathology. 

Since psychological screening i~ a subjective process 
not immune to mistakes, efforts are made to minimize 
judgment errors. All psychological rejections are super
vised in-house, and either endorsed, re-examined or over
turned. When a candidate is rejected, he then has recourse 
to an appeals process consisting of a board of 
psychologists and psychiatrists, and the Director of 
Psychological Services. 

Rejection: Issues and Criteriu 

The goal of psychological screening as it stands today 
is to maximize the possibility of eliminating psycholog
ically high risk candidates, and still operate within the 
constraints presented by civil service regulations and vari
ous legal challenges. Legnlly, rejection must be based 
solely on n lack of ability to pelj'orm the job. Since we 
are involved in pre-employment screening, all our judg
ments necessitate n professional estimate, with possible 
error factors. In the past, we were obliged to follow a 
rather stringent criteria for rejection, i.e., past history 
andlor present signs of extremely serious mental disorder 
like psychosis. Today, our criteria has cxplll1ded and 
includes any the disorders outlined in f).S.M. III. Addi
tionally, any cnndidute assessed to have excessive person-



aIity traits that would interfere with carrying out the duties 
of police work is rejected. These traits mtlst be excessive, 
of a characterological nature, and in someway manifested 
in overt behavior rather than completely dormant. Since 
this latter criteria increases the range of rejection and 
thereby increases potential error factors, great care is 
taken to document its presence in rejection reports, and 
to give behavioral examples whenever possible. This 
makes special demands on police psychologists that are 
not made on other psychologists who write assessment 
reports in their private practice, where professional ter
minology usually goes unchallenged. The police 
psychologist must document why he is withholding 
employment from someone. He has to do this in a clear, 
specific manner, which is understandable to other profes
sionals who are not psychologists. This means that 
psychological terminology should be followed by, 
whenever possible, behavioral illustrations or examples 
from his history of functioning, interview behaviors or 
actual quotes or statements made by the candidate. So 
for example, it is not sufticient to say in a rejection 
report, "Candidate shows manifestations of an immature 
passive personality structure coupled with strong regres
sive strivings. It Some behavioral illustrations must follow 
this type of terminology, e.g., "Manifestations of this 
candidates character pathology were noted in his failure 
to appear for two previous appointments without cause, 
his disheveled dress and grooming at interview including 
wearing a "Three Stooges" button, his lack offunctioning 
since he dropped out of high school three years ago, and 
his statement that he has not looked for employment but 
prefers to stay al home and watch T. V., until he gets 
called for the police job." So any terminology that 
describes personality structure, intrapsychic conflicts, or 
failures in defensive functioning, should always incorpo
rate behavioral illustrations. 

Unfortunately, we cannOl !ldect trom all the candidates 
interviewed those who we think will be best for the job. 
We use a negative screening process since we don't select 
the best, but eliminate those at high risk. We said before 
that legally we may only reject those who will not be 
able to perform the job. This on occasion, forces us to 
accept certuin marginal candidates who would have other
wise been rejected under u positive selection process. 
Remember that the applicant pool for police officer is 
normally distributed (bell-curve) like other populations 
There is a small group at one end of the distribution 
possessing superior psychological capacities for police 
work, nnd a small group at the other extreme who nrc at 
very high risk. The majority lie in the middle where )QU 

will find those with good or average abilities. Exactly 
where the line between avemge and high risk candidate 
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begins, is the most difficult part in making these clinical 
judgments. Occasionally, a candidate is encountered 
where a decision cannot be clearly made whether he is 
either mediocre or at high risk, even after additional 
testing and interview. When reasonable doubt exists even 
after all available methods of assessment have been 
exhausted, we take a conservative position and reject the 
candidate. This kind of decision is in ·the best interests 
of the department as well as the community at large. The 
justification for this lies solely on the Job requirements 
which necessitate possessing firearms, and responding 
to potentially life threatening situations. The candidate 
is then free to use the appeals process .thereby placing 
the burden of proof on the psychologists he employes to 
show whether or not we made errors in our own assess
ment. 

The police psychologist is required to integrate pys
chological test results with background data and clinical 
interview. No candidate is ever rejected on written test 
results alone. Paper and pencil tests are classified as "soft 
data" which present questions and hypotheses to be ver
ified or disconfirmed in interview. So for example, if 
written test rf'.:;ults strongly suggest impulsivity in the 
candidate, but background data and clinical interview do 
not find this condition present, he is considered qualified. 
Conversely, if paper and pencil tests are all normal yet 
background data and clinical interview show impulsivity, 
the candidate is rejected. 

CCltain pyschological tests, e.g., H-T-P Projective, 
are designed to elicit conflicts from any person who takes 
the test. The psychologist must ascertain whether or not 
a conflict interferes significantly in the individuals' 
psychological functioning, and how this could effect his 
ability to perform police work. So for example, a well 
defended individual with good psychological functioning 
could show aggressive conflicts on a projective, but that 
cannot be considered a problem in and of itself. Confir
mation of test results by the interviewing psychologist 
always is required in rejection. 

What kinds of rejections due we usually encounter? It 
is quite !'are to find psychosis in a police candidate. Most 
of our rejections are personality disorders, and of these, 
very few are pure types that meet the full D.S.M. ITl 
criteria. Generally. they are mixtures of various types 
nnd features. Candidates who have not made a minimal 
adjustment to the uemands of adult life are rejected. 
Usually they display arrested development in major areas 
of psychological functioning, e.g., school, employment, 
nnd interpersonally. They show pattel'l1s of instability 
churUdcristic of the Borderline Personality Disorders. 
Frequently, their deficient super-ego development and 
penchant for acting out cuuses psychopathic behaviors 



with little or no insight. A candidates level of emotional 
stability is assessed by 100ktng at patterns in his history 
of functioning. Also, we examine his past performance 
under conditions of stress. Individuals vary in their stress 
tolerance level, and in how they behave in stressful situ
ations, e.g., action oriented individuals become impul
sive or hysterics characteristically somatize. Personalities 
considered too fragile to deal with the stresses of police 
work are rejected. These candidates usually show man
ifestations of excessive dependency, passivity or lack of 
assertiveness, and poor resiliency in responding to ordi
nary life stressors. Candidates who show a poor capacity 
for interpersonal relatedness in their socialization history 
and interview demeanor are rejected. This capacity is 
extremely important since the majority of police work 
requires good interpersonal skills which schizoid indi
viduals do not possess. For example, an officer can defuse 
a potentially volatile situation by his sensitivity to the 
interpersonal nuances operating, and by his appropriate 
response in that situation. Someone with poor interper
sonal skills could for example, escalate a simple family 
dispute into a neighborhood donneybrook, or even into 
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something life threatening. This applies even more with 
action oriented, impulsive individuals who are poorly 
related. 

The importance of good pre-employment screening in 
all areas, psychological, physical, medical and character, 
cannot be overemphasized. Economically, it has been 
estimated that it costs the city approximately $500,000 
for each employment error, i.e., for each candidate who 
is mistakenly hired and gets through his probationary 
period, and subsequently must be surveyed off the job. 
Police work presents to the individual unique stressors 
that cannot be handled by certain personality structures. 
Most of these individuals we have kept off the job. We 
have just established a Statistical Tracking Unit which 
is now in process of doing validation research on our 
selection procedures. This will provide empirical data on 
the utility of numerous predictor variable used in our 
clinical judgments, and on their relevance in predicting 
successful performance with job specified criterion mea
sures. More importantly, we will be able to construct 
profiles of some of the psychological qualities needed 
for successful police work. 



V~IFFERENC~ IN ENTRY LEVEL TEST AND CRITERION DATA 
FOR MALE AND FEMALE PEA~ OFFICERS 

George E. Hargrave, Ph.D. 
James M. Norborg, Ph.D. 

Lynda Oldenburg 

During the past twenty years, an expanding body of 
literature has addressed the question of whether police 
officers have a consistent personality pattern. Although 
Reiser (1972) asserted that, "There is no such thing as 
a police personality," he and other authors (e.g., Balch, 
1972; Black, 1968; Gottlieb & Baker, 1974; Matarazzo, 
et aI., 1964; and Lefkowitz, 1975) have identitied 
numerous attributes shared by law enforcement officers. 
A simplified typical profile which emerges from research 
on officers is that of an extroverted, independent, 
guarded, controlled, assertive, secretive, authoritarian 
individual who is average or above intelligence and rela
tively free of psychopathology. Almost all of the inves
tigative efforts in this area, however, have been con
ducted using male officers as subjects. 

The r~Sl decade has shown at least a two-fold increase 
in the !lumber of female in law enforcement with even 
a much greater percentage of women now being assigned 
to nondl~sk duties (Nelson, 1982). Horne (1982) cited 
research from seven different locales indicating that, at 
the time of his investigation, females constituted approx
imately 3% (15,600) of the nation's municipal, county, 
state, and federal police force; of that group, approxi
mately 10% were on active patrol duty. How these 
females compare to their male peace officer counterparts 
in background, personality dimensions, and job perfor
mance, however, has only recently received much atten
tion. 

Nelson (1982) examined the interest patterns of 206 
females incumbent officers. She reported that, compared 
to women in general, these officers endorsed Strong
Campbell Interest Inventory (SCn) items reflecting 
interests in adventure and risk-taking activities, positions 
of power in judging others, physical activities, compet
ition, and helping others. They also expressed less interest 
in such traditional women's activities as sewing, bridge, 
and contribution to charities, On Holland's Self Directed 
Search, they resembled their male counterparts (Holland, 
1973) in being more realistic und enterprising. Like the 
mUles, they also expressed less interest in artistic 
endeavors (Johnson and Hogan, 1981). Lester, et aI., 
(1982) further reported that female state police recruits 
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differed from a comparison female group in being more 
masculine on Bern's androgyny scale. The ;iource of this 
difference was not that the recruits rated themselves as 
less feminine but rather that they intergrated more mas
culine traits into their personal style. 

Turning to performance criteria, Horne (1980) reported 
a general agreement that women compare favorable to 
men in the quantity and quality of their arrests, written 
reports, and efficiency ratings. The components of his 
survey indicated that the Washington, D.C., St. Louis 
and Denver studies found fewer public complaints made 
against female officers than male officers and that the 
former were also more effective in defusing potentially 
violent situations. Conversely, the Denver study found 
that policewomen shoot less accurately than men, and a 
Cali fornia Highway Patrol study reported that it was more 
expensive to recruit, train and maintain female officers, 
Female officers tend to take slightly more sick leave than 
men, but their absence includes days for pregnancy and 
childbirth. The women's attrition rates are higher, in 
most instances, than those for men. The area in which 
women perform consistently lower than men is physical 
abilities (Charles, 1981, 1982; Horne, 1977). Charles 
questioned the way in which academies measure, train 
for, and validate physical abilities. He stressed that alter
native job procedures might be developed but that the 
selection criteria should be the same for men and women. 

Examining academy performance, Charles (1981) 
found no differences between males and females in intel
lectual abilities or technical performance. He reported 
that although the males accepted the females more wil
lingly in the technical aspects of the job as opposed to 
the more physical aspects, basically the academy experi
ence had Ii ttle effect on the male's perspecti ve of females 
as police officers. The women recruits tended to form 
alliances with other women recruits and receptive male 
recruits. Both Horne (1977) and Charles (1982) saw the 
woman's ability to adapt to her new role and the men's 
to accept her as a patrol officer of equal importance to 
the woman's job performance. 

The present study is a component of a large scale 
research project designed to develop emotional stability 



standards for California peace officers. It consists of pre
dictor and criterion variables obtained from selected law 
enforcement academies in the state. Although the data 
presently reported describe predictor and criterion differ
ences between male and female cadets, over the next few 
months research will focus upon the relationships bet
ween the predictors and subsequent academy and job 
performance. 

METHOD 

Subjects 

The subjects were 596 cadets who had entered training 
at law enforcement academies throughout the state of 
California. None had completed any psychological 
assessment as part of hls/her pre-employment screening 
process. The mean age of the the sample Was 24.9; 481 
were male; and 398 were white with other subjects being 
primarily distributed among Native Americans, Blacks, 
Filipinos, and Hispanics. Fifty-eight percent reported 
completing high school; 24% had an A.A. degree; and 
18% had a baccalaureate degree or above. There were 
no differences between male and females in age 
(t= .0009, p= .99), education (x2 =2.68, df=4, 
p= .61), or race/ethnicity (x2 = 1.794, df=3, p= .61). 
A significantly greater number of males were married 
with more females both having never been married and 
having been divorced (x2 = 19.99, df=2, p= .0001). 

Test Instruments 

On the first day of academy training, all subjects were 
administered a battery of psychological tests. This con
sisted of a research instrument, the Law Enforcement 
Academy Questionnaire (LEAQ), and either the Min
nesota Multiphasic Personality Inventory (MMPI) or the 
California Personality Inventory (CPI). Appr~ximately 
half of the subjects received each of the latter personality 
instruments. Subjects were instructed that test informa
tion would be used for research purposes only and that 
all feedback to their respective agencies would be in the 
form of grouped data 

The LEAQ was developed as part of the standards 
research project being conducted by the California Com
mission on Peace Officer Standards and Training. It con
sisted of several scales from previous studies, including 
Hogan's Survey of Ethical Attitudes (SEA) (Hogan & 
Dickstein, 1972; Shealy, 1977), Wilson"s Conservatism 
Scale (Wilson & Patterson, 1968; Wilson & Nias, 1972), 
the Marlowe-Crowne Social Desirability Scale (Crowne 
& Marlowe, 1960, 1964), a measure of alienation (Role 

36 

et al., 1978), and five scales developed by the first author 
to provide measures of family disruption, group (team) 
affiliation, religiosity, educational emphasis, and expres-

'n of anger. In addition, the LEAQ contained questions 
on demographic background information found to be of 
predictive value in previous studies (e.g., Spielberger, 
1979). 

The LEAQ supplemental scales (e.g., family disrup
tion) were derived by a factor analysis of a large number 
of items which rationally assessed the desired dimen
sions. The initial analysis was performed on the responses 
of 146 subjects. Those items which loaded most heavily 
on the general factor being studied and had the highest 
item-total correlations were retained. Table I presents 
Cronbach's (1970) alpha coefficient for each of the 
scales, computed separately for the first two samples of 
subjects. 

Table 1. CRONBACH'S (1970) ALPHA VALUES "'OR SCALES 
OF THE LAW ENFORCEMENT ACADEMY 
QUESTIONNAIRE (LEAQ) 

Scale /I [tems Sample I SC/mple2 
N=146 N= 177 

Family Disruption 7 .64 .66 
Group Affiliation 5 .59 .59 
Religiosity 10 .73 .72 
I:.ducationa1 Emphasis 5 .62 .60 
Expression of Anger 6 .59 .44 
Alienation 5 .65 .67 

Criterion Variables 

Four global criteria were examined at the end of 
academy training; they were (I) class standing, (2) peer 
ratings, (3) instructor ratings of emotional suitability for 
law enforcement work, and (4) resignations from train
ing. Class standing, a composite criterion, was computed 
for each individual by standardizing and summing mea
sures of academic achievement, physical performance, 
and use of firearms. Peer ratings consisted of those cadets 
rated "best"- and "Ieast"-suited for law enforcement 
careers, each designation constituting approximately 10-
15% of the sample. Instructor ratings consisted of ratings 
of overall suitability on a 5-point scale (I = not suited to 
5 = exceptionally well suited). I 

Resignations consisted of those cadets who either res
igned during the first week of training or resigned after 
one week and would not be considered for reinstatement 
at a later date. Complete academy records were obtained 
on aII cadets who graduated, and instructor ratings were 
returned for analysis on 479 sUbjects.2 Of those indi
viduals completing truining, 110 subjects were selected 
for further follow-up ratings by field training officers 



(FrOs) after 30 working days. The FrOs rated each new 
officer on overall emotional stability with the same scale 
as that used by the instructors. 

Demographic data and scales of each test were 
analyzed for male-female differences using various statis
tical techniques. Since mUltiple comparisons were made, 
greatly increasing the likelihood of a Type I error, and 
alpha level of .002 was adopted for determing signifi
cance. 

RESULTS 

Table 2 presents the mean T-scores for males and 
females on the LEAQ. Males and females differed sig
nificantly on three LEAQ scales: Family disruption 
(t=5.07, df=591, p=.OOOl), Group (team) Affiliation 
(t=6.81, df=584, p= .0001), and Expression of Anger 
(t=3.15, df=591, p=.002). In the first instance, 
females scored higher than males, indicating a greater 
degree of disruption; on the latter two scales, females' 
scores were lower, indicating less experience in team 
affiliation and less overt expression of anger. 

only 27% of the females reported comparable team in
volvement. 

Males and females both expressed a high degree of 
anger control. Compared to females, however, males 
reported that they were more likely to hit something when 
angry and also to have had histories of getting into trouble 
because of their anger. Males endorsed that they were 
also more likely to hold on to angry feelings and that 
their anger frightened other people. Although not in
cluded as part of the scale, females differed significantly 
from males in coming from families where parents al
lowed an open expression of anger. In gerieral, females 
saw themselves as being open and direct, but harmless 
in expressing anger. 

As noted above, there were no significant differences 
on the other LEAQ scales. On the Marlowe-Crowne Scale 
both males and females scored approximately one stan
dard deviation above the mean in the direction of social 
desirability; on Wilson's Conservatism Scale, both 
groups scored at approximately the mean with females 
scoring in the liberal direction relative to males (t= 1.88, 

Table 2. T·SCORE DIFFERENCES FOR MALES AND FEMALES ON THE LAW ENFORCEMENT ACA[)EMY 
QUESTIONNAIRE (LEAQ). N Males=478j N Females = 116. 

Scale X Males SDMaies 
Family Disruption 48.98 9.59 
Group Affilintion 51.32 9.73 
Religiosity 50.47 9.92 
Educational Emphasis 49.80 9.60 
Expression of Anger 50.61 10.29 
Alienation 49.56 9.92 
Hogan's SEA 50.35 9.84 
Wilson's Conservatism 50.39 10.06 
Social Desirnbility 50.01 9.87 

An analysis of the items on the Family Disruption 
Scale indicated that females were more likely to have 
grown up in homes where there was a greater degree of 
economic hardship, larger families, parental conflict (in
cluding separation and/or divorce), and a greater degree 
of drinking and drug abuse by both parents. In addition, 
the female sample reported having poorer relationships 
with their parents than that experienced by their peers. 
They also endorsed a greater degree of child abuse while 
growing up. 

Although males and females did not difFer in rating 
themselves as more athletic than their peers, the females' 
exercise activities consisted of more running, dancing, 
and individual sports (e.g., weight lifting, gymnastics) 
whereas males tended to engl1ge mOre in team sports. 
Approximately half of the males reported playing on a 
formally-organized team for more than four years while 
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X Females SDFemales I p 

54.14 10.65 5.07 .0001 
44.45 9.25 6.81 .0001 
48.19 10.07 2.21 .027 
50.67 11.43 .84 .403 
47.49 8.33 3.04 .0025 
51.84 10.20 2.20 .028 
48.59 10.59 I. 71 .088 
48.45 9.62 1.88 .060 
49.88 10.63 .10 .92 

df=596, p= .06). Scores on Hogan's SEA tended to be 
more in the direction of defining ethical attitudes by 
rational, conforming responses for both males and 
females. Both groups scored in the mid-range on the 
educational emphasis scale, endorsing education as 
important to their careers. On the scales measuring 
religiosity and alienation, both groups, again, tended to 
fall in the mid-range, leaning somewhat in the direction 
of being religious and non-alienated. 

In addition to the LEAQ scales, there were several 
other significant differences in background data. Females 
reported significantly less social activity than males 
(x2 = 15.35, df= I, p= .0001). Although there were no 
significant differences in the occupation of fathers 
(x2 = 11.79, df=4, p= .019) and mothers (x2 =7.38, 
df=4, p =.12), or in the educational level of the fathers 
(x2 = 1.72, df=4, p= .79), there was a highly significant 



difference in the educational level of the mothers for 
males and females (x2 =25.53, df=4, p= .0001). This 
latter difference as bimodel, with females having a higher 
percentage of mothers with both less than high school 
education and with more baccalaureate degrees. On 
attitudinal variables, significantly more males endorsed 
a "we against them" attitude (x2 =13.64, df=l, 
p = .0002), and an expectation of "sticking up for each 
other" (x2 = 11.20, df= 1, P = .0008). Although not quite 
significant, more men also endorsed going along with 
friends when. they did something wrong (x2 =4.90, 
df= I, p=.026). 

On the CPI, females scored significantly lower on 

scales Socialization (So) (t=3.86, df=31O, p= .0001) 
and Femininity/Masculinity (Fe) (t=6.15, df=310, 
p= .0001). Since males and females are scored on sepa
rate norms, standard scores were used in these compari
sons .. Figure 1 shows the mean profiles for males and 
females, and Figure 2 shows these profiles compared to 
samples of make police reported by Gough (1975) and 
Mills & Bohannan (1980). Although not reported as sig
nificant; there was substantial difference between males 
and females on scales To (t=2.78, df=31O, P = .(06), 
AI (t=2.44, df=31O, p=.02), Ie (t=2.37, df=310, 
p= .02), and FX (t=2.28, df=31O, p= .02). As figure 
I indicates, females scored higher than males on these 
scales. 
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Figure I. Mean CPI Profiles for Males and Females. N=311. 
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Pigure 3. Mean MMPI Promes for Mules and Females. N = 310. 

Figure 3 provides a comparable male-female com
parison of MMPI profiles. Females scored significantly 
lower on Scale 5, Masculinity/Femininity (t=3.25, 
df=309, p= .(01), and substantially lower on Scale 3, 
Hysteria (t=309, p= .003). As shown in Figure 3, 
smaller differences were also obtained on Scale 1 
(Hypochondriasis, t=2.35, df=309, p= .02), and Scale 
7 (Psychastenia, t= 2.02, df= 309, p = .04) with females 
scoring lower in both cases. Again, standard scores were 
used for comparisons since there are separate norms for 
males and females. A previously reported (Hargrave, 
1983) clinical assessment of a sub-sample of these pro
files found no difference in the number of deviant profiles 
for males and females. 
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Criterion Data 

Table 3 presents the intercorrelations between the 
criterion measures of class standing, peer ratings, 
instructor ratings, and FTO ratings. 

Class Standing. As noted before, a composite criterion 
of class standing was computed for academics, defensive 
firing, and physical performance. (A score for driving 
was also included for those academies which included 
this training in the curriculum.) Table 4 presents intercor
relations of the separate criterion components in the class 
standing variable. Males scored significantly higher than 
females on class standing (t=9.604, df=456, 
p= .0001). 

Table 3. INTERCORRELATIONS OF CRITERION MEASURES. N=457. 

Class 
Standing 

Peer 
Ratings 

Instructor 
Rutings 

fTO 
Ratings 

Class 
Standing 

r=.554 
p=.OOOI 

r= .273 
p=.OOOI 

r= .193 
p=.055 
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Peer 
Ratings 

r= .698 
p= .0001 

r=.610 
p=.OO4 

Instructor 
Ratings 

r= .308 
p= .007 

FTO 
Ratings 



Table 4. Intercorrelations of Criteria comprising "Class Standing" Variable. N=457. 

Academics Firing 

Academics 

Firing r=.207 
p= .0001 

Physical 
Training 

r=.114 
p=.OI5 

r= .254 
p=.oool 

Driving r=.493 
p=.oool 

r=.241 
p= .0003 

Standing 
(Composite) 

r=.666 
p=.OOOI 

r=.680 
p=.oool 

Examination of the separate criteria shows that men 
scored significantly higher than women in three out of 
the four areas; these were driving (t=3.40, df=215, 
p= .0008), firing (t=5.75, df=455, p= .0001), and 
physical (t= 9.60, df= 456, p = .0001). Significant Sex 
by Academy interactions were also found for the variables 
firing (F 4,452=6107, p= .0001) and physical training 
(F 4.452=41.34, p= .0001). 

Peer Ratings. Classmates' ratings of each other as best
or least-suited for law enforcement were examined for 
differences between males and females. In some academy 
classes, cadets were assigned to these categories by their 
peers with additional information being only narrative in 
nature. In other academies, cadets were assigned an 
average score corresponding to their ratings by peers. In 
the latter instance, cadets in the upper and lower 10-15% 
were assigned respectively to the best- and least- suited 
categories. Of those rated best-suited by their peers, 
13.5% were males, and 8.6% were females. Of those 
rated least- suited, 19.8% were females, and 9.6% were 
males. This difference was significantly different 
(x2 = 10.576, df= 2, p= .005). 

Ratings of Overall Emotional Suitability by Instructors 
and FTOs. Academy instructors rated males as more 
emotionally suited than females for law enforcement 
work (t=2.05, df=432, p= .04). FrO ratings, on the 
other hand, did not reflect this difference (t = .29, df = 98, 
p= .78). 

Resignations from Training. Of the total sample of 
596 subjects, 116 (19.5%) resigned from training and 
were not recommended for subsequent reinstatement. 
This group was comprised of 40 females (34.8% of the 
total female sample) and 76 males (15.8% of the total 
male sample). This difference in attrition was highly 
signHicanl (x2 =21.79, df= I, p=.OOOI). 
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Physical 
Training 

r=.193 
p=.OO4 

r=.633 
p=.OOOI 

Driving 

r=.714 
p=.oool 

DISCUSSION 

Standing 

The data obtained in the present study indicate that 
women who go into law enforcement and have 
backgrounds and personality characteristics which differ 
from their male colleagues and from women in general. 
The females in this sample tended to come from 
backgrounds which were unusually high in family dis
cord. Families were large; economic hardship, parental 
conflict, and substance abuse were prevalent; and 14% 
of the sample endorsed the felling of having been abused 
by parents. They also were more likely than their male 
counterparts to have been divorced and to have children 
by previous marriages. They resembled the males in edu
cational level and in being predominantly white (66%). 
A feature which seemingly set this group of females apart 
from women in general was that they viewed themselves 
as more athletic than other women. 

The personality profiles showed few overall differ
ences between men and women. The most prominent 
feature to emerge on both test instruments was that the 
females had more masculine interest patterns than females 
in general. Compared to this latter reference group, 
female cadets have a more active, direct, and somewhat 
aggressive interactional stance. A particularly interesting 
feature of the composite CPI profile (Figure I) is that 
females differed from men on scales associated with a 
factor pattern labeled as independence vs. dependence 
(Levin & Karni, 1981). On this factor, females scored 
more in the direction of independence, self-determina
tion, and spontaneity. The composite MMPI profiles for 
males and females are also quite similar to each other, 
both showing the defensive validity configuration and 
elevation on Scale 9 (Ma) characteristic of published 



police profiles (e.g., Butcher, 1977). With the exception 
of a slightly higher Scale 5 (MD, the male profile is 
basically that reported by McAllister (1977) and Berns
tein (1982). The female sample, on the other hand, pro
duced a more distinct average low-level 4-9 code type. 
Although interpretation of an average profile is conjec
tural (since no one in the sample may have actually pro
duced a 4-9 profile), this suggests the possibility that 
female recruits are independent, energetic individuals 
with wide- ranging interests and relatively few somatic 
complaints. 

All of the subjects perceived themselves as being quite 
controlled in their expression of anger and "middle-of-the 
road" in such dimensions as religion and socio-political 
attitudes. Womej; differed from men, however, in the 
way they perceived their expression of anger. Men were 
more likely to see their anger as potentially destructive 
requiring a greater exercise of control. Although specula
tive, this may be related to the low-level elevations of 
Scales 4 and 3 on the average male police MMPI profiles 
where impulse control is an interpretative factor. 
Females, on the other hand, were more likely to see their 
anger as open and direct but void of harmful consequ
ences. To speculate further, this may reflect a difference 
in socialization regarding the physical expression of 
aggression. Perhaps even a bigger difference related to 
the socialization process, however, is the difference 
found in team affiliation and concommitant attitudes. 

Men greatly differed from women in the number of 
years they played organized team sports. They were also 
mon! likely to endorse attitudes toward team membership 
and friendship which included "we against them" and 
"sticking up for each other" dimensions, as well as a 
greater likelihood of going along with the group even 
when it did something wrong. This indicates the possi
bility that an element of comradery related to team mem
bership is more important to men than to women. An 
interesting preliminary finding in the current research 
project indicates that the group affiliation scale only has 
predictive value for males in the area of physical training 
whereas for female~ it signi ficantly predicts class standing 
and FTO rating of overall suitability. These results 
suggest that being a loyal team member is an integral 
aspect of being a good officer, and those women with 
more team experience fit the role better. Integrating this 
tentative conclusion with Shealy's (1977) finding that 
from participation in high school athletics con'elated with 
his "low integrity" group of officers suggests the possi
bility that there are positive and negative elements to this 
team-membership emphasis. 

Two differences in criterion meaSllres were quite con
sistent with those reported in previolls research. By far 
the biggest performance difference found in the present 
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study was in the area of physical training; this was fol
lowed by firing and driving. Since these criteria were 
included in the composite class standing variable, male
female differences were obviously in that variable as 
well. It also seems quite likely that performance on these 
academy variables influenced the ratings' by peers and 
instructors. In any event, females were not as successful 
in the academy as their male colleagues. However, cor
responding male-female differences were not found in 
FrO ratings. Another major difference, also consistent 
with previous research, was that females had a much 
higher academy attrition rate than males. Although sub
sequent analyses will be examining what predictors are 
associated with this attrition, one which has emerged as 
significant in preliminary analyses is the team member
ship scale. 

As noted in the introduction, the increase of women 
in law enforcement is a relatively recent movement. It 
seems reasonable to assume that the characteristics of 
this applicant pool will vary over time, depending upon 
such factors as economic conditions, social sanctions, 
and the demographic characteristics of the incumbent 
officers. The present sample of female applicants being 
studied appears to be an upwardly mobile group who, 
because of numerous factors, including more masculine 
interest patterns and athletic skills, have chosen a nontrad
itional career role. As the number of female officers 
increases, however, it will be interesting to observe what, 
if any, changes occur in both the characteristics of female 
applicants and the attributes of peace offers in general. 
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THE BENEFITS OF PSYCHOLOGICAL SCREENING TO THE APPLICANTS 

Deirdre P. Hiatt, Ph.D. 

The theme of the National Symposium on Police 
Psychological Services in "Human Services" with a focus 
on services offered to law enforcement officers to im
prove or maintain their mental health. Consideration of 
psychological screening for police officers has usually 
focused on the benefits of screening out unfit applicants 
to society or to the police departments. In this paper, 1 
would like to focus on the possible benefits of psycholog
ical screening to the applicants themselves, particularly 
in terms of improving or maintaining their mental health. 
1 believe that psychological screening, when conducted 
carefully and with respect and consideration for the appli
cants, can be helpful in increasing their understanding 
of themselves, in assuring they do no find themselves in 
a situation that might be psychologically harmful for 
them, and in making it more likely they will use 
psychological services if necessary in the future. 

The advantages of psychological screening to the de
partments that use it have been widely discussed. Depart
ments can help avoid vicarious liability-being held re
sponsible for the actions of officers who use unwarranted 
force, act unethically, or injure others-if they can show 
that applicants are psychologically screened before entry 
into the department. Departments can avoid having appli
cants who are a risk to overreact when under pressure, 
perhaps endangering other officers, bystunders, suspects, 
or jail inmates. They can select out any applicants who 
might be emotionally unstable. Screening can help iden
tify applicants who may be unable to take criticism or 
who may be resistant to supervision. Financially, it is 
beneficiul to eliminate applicants who would not be able 
to complete the police academy and field training before 
the department invests money in their training. Most 
discussions of these benefits to departments Ilnd to society 
do not f()eu~ on the potential benefits to applicants, par
ticularly to those who are rejected. How receiving feed
back during or nfter the screening interview will affect 
how the applicants feel about themselves and about men
tal health professionals is not frequently considered. 

This paper is based on my experience in screening 
over 400 applicants for the last several years as l\ 

psychologist for Occupational Health Services, an 
employee absistnnce program that provides counseling 
sel'yke~ and screclling for II nllmber of law enforcement 
agencics in California. These applicants have been 

43 

screened for a wide variety of police and sheriffs' depart
ments, both urban and rural, and include men and women 
from a Ilumber of ethnic backgrounds. In conducting the 
screening, we use a battery of psychological test: the 
MMPI, CPI, FIRO-B, and Rotter's Incomplete Sen
tences, plus an individual semi-structured interview. 

Often during an interview, applicants will say that 
being selected as a police officer is extremely important 
to them; they may say things such as "getting this job 
will really change my life," ''['m really counting on this," 
or, more blatantly, "You really are holding my future in 
your hands." For those applicants who are fouhd to be 
suitable or receive very positive rating (depending on the 
type of feedback given to the department), it is easy to 
understand how the decision can be psychologically help
ful. These applicants can continue in the screening pro
cess and are likely to become law enforcement officers. 
They have attained their goal and can feel positive about 
having been selected. 

But what about those who are rejected? With a few 
noticeable exceptions, they would lead you to believe 
that they will be devastated if they are found to be 
psychologically questionable or unsuitable. However, I 
believe there are some ways in which being found 
psychologically unsuitable for a particular department 
can be beneficial for the applicant. 

It may be that a particular applicant is truly not be 
suited for the pressures or police work. Perhaps if thut 
person worked as a police officer, he or she would 
develop short- or long-term psychological problems that 
would be much harder to deal with than temporary disap
pointment of not getting a job. When I see police officers 
suffering rrom burn-out, serious depressions, and even 
psychotic states, I sometimes wonder if psychological 
screening could have helped prevent that officer from 
getting into a situation he or she was not suited for. An 
officer who has killed or injured a suspect because of 
overreacting under stress certainly goes through a worse 
limc than SOmeone who does not get n particular job. 

Some applicnnls who arc found unsuitable for one 
dcpartment may do well in law enforcement with another 
department. For example, an npplicnnt with a high energy 
level and a moderately high 9 scalc on the MMPI who 
grew up in an urban environment may have problems 
handling a !·;low-pnccd rural sheriff's department with 



little action-and may be tempted to create excitement 
inappropriately. An applicant who is relatively low on 
scales 4 and 9 of the MMPI may have difficulty in an 
urban department in a high crime area with a high activity 
level. An individualist who may get along with other 
people on a surface level but who has difficulty having 
close personal relationships may have trouble in a public 
safety department where a significant portion of time is 
spent living together in a fire house. For these applicants, 
a low rating for psychological suitability may prevent 
them from getting into a kind of law enforcement envi
ronment in which they would be uncomfortable,. not func
tion effectively, and perhaps burn out or develop emo
tional problems. An unsuitable rating may make it more 
likely that such an applicant will eventually end up in an 
environment in which he or she would be content and 
effective. 

A number of applicants who are found unsuitable at 
the time of one screening interview may be found to be 
effective law enforcement oftlcers at a later time. I Have 
seen a number of young applicants who appeared at a 
first screening with a high 9 scales on the MMPI, a low 
Re on the CPI, and a lack of life experience. They were 
not mature enough to be police officers at that testing. 
After several years of living on their own, perhaps 
including working as reserves in a police department, 
their psychological test scores appear more acceptable, 
their judgement seems better, and they seem to under
stand themselves better. If they had gone into a depart
ment at the time of the first screening, it is likely that 
they would not have passed field training or would have 
difficulty on patrol or in jails relating to the problems of 
the people they corne in contact with. 

I have seen in therapy or during screening a number 
of people who have told me they wish they had not begun 
their careers in law enforcement at the age of 21 or 22. 
Some have ended up being involved in serious accidents, 
or overreacted under pressure-incidents that they 
believed would not have occurred if they had been older. 
Although all the young applicants will maintain that they 
know they can handle the pressure or that they've always 
been told that they were very mature for their age, it is 
not necessarily a favor to allow those who are still imma
ture and inexperienced into police departments. By being 
Sllre that an applicnnt does not try to function in a position 
that he or she is not mature enough for, it is perhnps 
possible to prevent the stress of feeling unprepared or 
the pain of losing a job that is likely to be worse than 
the pain of being initially rejected. 

While providing insight or advice is not the primary 
function of psychological screening, 1 believe it is pos
sible for the applicants to learn some useful thing about 
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themselves which can help them function effectively, 
whether or not they go on to become police officers. 
Pointing out to an applicant a self-defeating pattern of 
impulsiveness shown in quitting the physical screening 
part of the exam just before the final phase because "it 
didn't seem like I'd make it" may provide her with the 
impetus to reevaluate her actions. Another applicant got 
drunk and was arrested the evening after being accepted 
by two other departments, thus ruining his chances of 
being hired. Calling his attention to this incident might 
help him to begin to question his self-defeating behavior 
and, hopefully, his alcohol US0. 

I remember one applicant who had been seen several 
years earlier and had been rejected by the department 
because of immaturity, although his psychological test 
scores were unremarkable. At this testing, he presented 
himself as much more mature and less inhibited, which 
he thought would make him a better police officer. In 
fact, his MMPI now had significant elevations on scales 
3, 4, and 8, and he showed evidence of acting impul
sively. In addition, his speech contained some bizarre 
associations. I did suggest to him during the interview 
that perhaps his feeling of being more free and active 
was a sign of emotional problems and that it might be 
helpful for him to see a psychotherapist. While it was 
useful to the department to keep this emotionally unstable 
applicant from being a law enforcement officer, it was 
also useful for him to receive some feedback that his 
changes in feelings were not necessarily positive. 

There is some evidence that candidates do take seri
ously what other psychologists have said to them in evalu
ation interviews. Applicants have also described learning 
things about themselves in previous screening evalua
tions. They have talked about realizing their alcohol use 
was excessive and deciding to reduce it significantly. Or 
that they seemed to be overcompensating for fears of not 
being tall enough or strong enollgh by being overly 
aggressive. Or that they really didn't seem to have had 
enough life experience to handle a position as a police 
officer. Applicants who have failed previous psycholog
ical screenings have discussed taking the feedback to 
heart and working to make changes in themselves. 

When I began doing psychological screening, I took 
the position that it was inappropriate to give applicants 
any kind of feedback or evaluation. I believed that screen
ing wns being done exclusively for the benefit of the 
departments and they should be allowed to determine 
what feedback they wanted to give. I also believed that 
applicants who received negative feedback would be too 
defensive to be able to deal with it, would become un
pleasantly argumentative, and would be more likely to 
complain about the screening process or challenge the 



decision. What changed my views most was the experi
ence of screening for a SWAT team for a local police 
department. For a number of reasons, we had developed 
a process that included a feedback session for each appli
cant after the written psychological tests and interview 
and before feedback was give to the department. Al
though initially reluctant to be involved in such a process, 
[ found it to be extremely useful for me in making evalu
ations and useful as well for the applicants. 

[t was quite interesting and diagnostic to note the reac
tions of the applicants to the feedback. For one who had 
a MMPI scale 7 of around 65f and readily admitted to 
some compulsive traits, it was useful to discuss how his 
perfectionistic qualities might be helpful and how they 
could be hindrance. Another applicant said he found it 
helpful to be told that he appeared to be burned out and 
might weIl need to consider changing jobs. He was able 
to accept negative feedback about the wiseness of his 
participation in the SWAT team. Other applicants who 
were less able to accept negative feedback brought into 
question their ability to take supervision and to learn 
from self-criticism. 

When I began conducting psychological screening for 
police officers, I was struck by how often applicants 
responded to questions about previous psychiatric treat
ment by saying, "You're the first one I've seen," or by 
talking about a previous contact with a psychologist for 
a screening interview. A number of them mentioned look
ing forward to the interview because they'd always won
dered what it would be like to talk to a "shrink." For 
them, there was little distinction between seeing a 
psychologist for an evaluation interview and for therapy. 
It seemed that many of them generalized from experiences 
with screening to therapy. 

Applicants who had previously been screened by a 
psychologist or psychiatrist did in fact seem to make this 
generalization. Several reported having been impressed 
by the tough yet understanding manner of the 
psychologist they saw for screening and having decided 
on that basis to see him for therapy when they eneountered 
problems later on the job. 

Others have reported negative encounters with 
ev{~luators that affected their perceptions of mental health 
professionals in general. Applicants have discussed with 
a certain amount of disdain the psychiatrist who wound 
up a small plastie duck and started it waddling toward 
the edge of the desk to see how they would reaet. Others 
have mentioned psyehologists who berated them or tried 
to provoke anger or tears, viewing these professionals as 
sadistic and manipulative. They have used these incidents 
to justify positions that they don't want anything to do 
with therapists. 
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Hearing from applicants about the effect on them of 
these negative interactions has reinforced my objections 
to the so-called stress interviews designed to put applic
ants under purposefully manipulated pressure situations 
to see how they react. I am not discussing role-playing 
situations in which applicants realize they are being 
evaluated under conditions similar to those they might 
encounter on the job. I have in mind situations in which 
the evaluator is purposefully rude, insulting, or 
unpleasant and to "see how well the candidate can take 
it" I believe the psychological interview situation (even 
though many applicants won't acknowledge it) generates 
sufficient feelings of being stressed, and that it is unneces
sary to artificially increase that anxiety. I am certainly 
not convinced that being insulted by a therapist in an 
office situation is really comparable to the situations 
applicants would actually face as police officers. These 
kinds of interviews leave applicants with the image of 
psychologists as unfeeling and manipulative-certainly 
not the sort of person to be sought out when personal 
problems come up. 

This does not imply that applicants should be made as 
comfortable as possible during an interview. It is impor
tant to ask applicants direct, pointed questions about their 
motivation for police work, past a present familiy 
relationships, alcohol and drug abuse, past and present 
strategies for coping with stress, and questions dealing 
with a wide range of other areas. It is possible to learn 
a good deal from these sort of questions about how applic
ants handle stres~ without resorting to artificial attacks. 

Some applicants have described interviews in which 
they were too comfortable. They expressed a lack of 
respect for evaluation that they thought did not pay atten
tion to the weaknesses the applicants were aware of in 
themselves orthattreated them in a perfunctory manner. 

Of course, all these reports of treatment by other 
evaluators cannot necessarily be taken at face value, since 
they are affected so much by the position of evaluator 
and evaluated. They do, I believe, give us reason to 
consider OUI' impact on applicants, not just as profes
sionals making psychological evaluations, but as rep
resentatives of mental health professionals generally. 
Someday these same applicants may be the officers who 
we will see for a critical incident debriefing, because 
they have marital problems, or because they are con
cerned about drinking too heavily. Their previous experi· 
ence with the person who conducted the screening inter
view may well affect their decision to seek help or at 
least affect their expectations of that interaction. If their 
previous experience with n psychologist or psychiatrist 
has been one of being taken seriously and treated with 
respect and understanding, they will more likely be recep-



tive to the idea of seeking help. 
Psychological screening, if conducted thoughtfully and 

thoroughly, can be useful to the departments who can 
avoid the vicarious liability of hiring someone who might 
act illegally or unethically. Psychologists can benefit by 
a greater understanding of the backgrounds and entry
level psychological functioning of police officers. 
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Applicants themselves can benefit from not being 
accepted for a position for which they are inappropriate, 
from learning about their psychological strengths and 
weaknesses, and from coming out with a positive view 
of mental health professionals that makes them more 
willing to seek out psychological help when necessary. 



ISSUES & GUIDELINES FOR MENTAL HEALTH PROFESSIONALS 
CONDUCTING PRE-EMPLOYMENT PSYCHOLOGICAL SCREENING PROGRAMS 

IN LAW ENFORCEMENT AGENCIES 

Robin E. lmvald. Ph.D. 

Is Testing Necessary at All? 

The first issue is whether psychological testing should 
be conducted at all in law enforcement agencies. Some 
administrntors have argued that there is no need, since 
background investigations, rigorous training and prob
ationary periods of employment provide enough oppor
tunities to weed out unsuitable candidates. Psychologists 
and their tests batteries may bl! seen as luxuries or another 
"procedure" to cause more difficulties for administrators. 
Some psychologists have also argued that the validation 
evidence in support of psychological screening is not 
strong enough to justify the widespread use and added 
expense of routine testing. 

On the other hand, arguments in favor of psychological 
testing have become stronger in recent years. Considering 
additional departmental expenses for training officers 
who are "unfit," legally and publicly defending negative 
incidents, and maintaining "bum-out" or "substance 
abuse" cases on an agency's payroll, the use of 
psychology testing can be demonstrated to have a cost
benefit ratio that will save departments significant finan
cial outlay. Morale among working officers can also be 
improved by showing that the administration is taking 
every precaution to assure that new recruits are emotion
ally "stable" and will be able to provide the necessary 
backup officers need on the job. 

In addition, when serious incidents do occur, causing 
the effectiveness of the entire selection process to be 
questioned, psychological testing has become a critical 
legal issue. In one case, a widow who was shot by her 
police officer husband won a large settlement because 
his department failed to administer appropriate and avail
able psychological tests. It was ruled that the police 
agency had been negligent for failing to have an effective 
program of screening and monitoring of police officers 
and failing to "adopt measures to reasonably ensure that 
officers were fit to carry guns without endangering them
selves or the public," (Bonsignore v. City of Ny). This 
department now has a fully staffed psychological 
screening unit. 

Other court cases have supported the idea that 
psychological testing is appropriate and even necessary 
for use with prospective law enforcement officers since 
it is "the duty of a police chief to maintain II capable and 
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efficient force ... by examination, either physical or men
tal," (Conte v. Horc/;erand McKenna v. Fargo). [n these 
cases, psychological testing has been judged as one rela
tively inexpensive method that can help to assure that 
"unstable" individuals will not be hired. In 1983, the 
New York States legislature passed a bill making 
psychological testing of all prospective correctional 
officers mandatory by law. This program has recently 
gone into effect and a report back to the legislature will 
be made in 1985 as to its overall effectiveness. Since 
psychological testing is being called upon to aid law 
enforcement agencies, the issue of whether or not to test 
may be moot. Rather, the goal of mental health prac
titioners might be simply to increase the effectiveness of 
such testing and document the limitations so that there 
will be less chance for misuse. 

Since it is unlikely that psychological testing will be 
banned and/or discontinued as a screening device, profes
sionals must reach some consensus regarding minimum 
standards for conducting psychological testing programs. 
At the present time, there are psychologists and psychiat
rists from many different backgrounds who bring a variety 
of experiences, procedures, and practices to this field. 
However, those with clinical experience may not have 
research or testing skills necessary to evaluate the effec
tiveness or utility of various psychological instruments 
for their agencies. On the other hand, those with test 
validation/measurement skills may not possess the clin
ical expertise necessary for makingjudgments about indi·· 
viduals. 

This presents a challenge for professionals who may 
find it necessary to pool their resources in order to develop 
court- defensible, practical and effective psychological 
screening programs. 

[n order to begin this process, several suggestions for 
specific guidelines are presented below. It is proposed 
that these statements be discussed, possible amended, 
and some or all of them adopted as preliminary guidelines 
for professionals working in the pre-employment 
psychological testing J1eld. 
I. Pre-employment psychological test result should be 
used as one component of the overall selection process. 
Practitioners should avoid rejecting 1I candidate with 
psychological results as the sole rellson, but rather find 
evidence in the candidate's background that supports a 



negative psychological recommendation. 

2. A comprehensive rationale and definition of the 
psychological screening program's goals should be pro
vided to the law enforcement agency. For instance, if 
screening for gross psychopathology is the only goal 
(where diagnostic codes following DSMIII will be 
employed), this should be clearly stated. If job "suitabil
ity" is to be predicted, the limitations and probabilities 
of successful prediction on each criterion measure should 
also be clearly stated, If this is unknown, proposed 
methodology for determining prediction accuracy should 
be outlined. 
3. A rating system should be developed that provides for 
more than a "yes" or "no" determination of psychological 
suitability. Fully-defined categories that include different 
levels of projected risk can be used in followup studies 
to demonstrate overall program effectiveness. Prob
abilities of success or failure in specific areas should be 
presented to administrators rather than definitive state
ments about a candidate's future behavior. 
4. Both formal and informal training efforts should be 
made in order to clarify goals and psychological testing 
procedures for administrators. Administrators should be 
encouraged to involve themselves in followup studies 
and take an active role in the testing program so that they 
wiII have the knowledge necessary to effectively defend 
their hiring decisions. 
5, Before conducting their own clinical assessments of 
candidates, practitioners should familiarize themselves 
with the specific field of psychological testing for law 
enforcement officers. If they have not conducted this 
type of evaluation before, or have limited experience, it 
is recommended that they tour the work environment and 
become familiar with officers' day- to-day job require
ments. Consultation with others who regularly conduct 
screening for .law enforcement agencies is also recom
mended. 
6. A psychological "job-analysis" should be conducted 
by interviewing departmental personnel and/or taking 
survey information regarding those psychological attri
butes considered most important for effective officer con
duct. A clear connection should be made between these 
athibutes and characteristics measured by psychological 
test scales and final evaluative reports. 
7. A battery of at least three written psychological instru
ments should be administered to candidates, with results 
available to psychological staff before followup inter
views are conducted, (Results from one or two tests may 
not provide infornlation for making a reliable judgment 
about job suitability.) If assessment center methodology 
is employed, at least three different exercises should be 
pre<;ented to candidates. 
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8. Written tests selected should be validated for use with 
law enforcements officer candidates. If tests have been 
previously used for other purposes, validation studies 
should be conducted using the American Psychological 
Association's most recently approved guidelines as set 
forth in the Joint Technical Standards for Educational 
and Psychological Testing ("The principal obligation of 
employment testing is to produce reasonable evidence 
for the validity of such predictions and decisions," 1984). 
Where numbers of tested applicants permit, local valida
tion studies should be completed using the most relevant 
and accessible job performance criteria. The Uniform 
Guidelines on Employee Selection Procedures (1979) 
should also be considered in evaluating any validation 
results. 
9. All written tests selected shollid be normed by sex 
and race for law enforcement candidate populations. 
Within a specified period of time (depending upon the 
numbers of candidates tested), data should be made avail
able to the contracting agency regarding local law 
enforcement norms by sex and race for every test to be 
retained in the battery. 
10. Specific cut-off scores should be avoided unless there 
is clear evidence that such scores are valid and have been 
cross-valiuated in research studies in the agency where 
they will be used. 
11. Written tests should be pilot-tested before being 
adopted into a final psychological screening battery. 
Some flexibility should be built into the testing programs 
so that new psychological instruments or improved 
methodology can be easily incorporated. 
12. Written instruments should contain well-defined 
behavioral scales and should avoid the need for subjective 
interpretation. Projective tests or other measures that 
cannot be demonstrated to be reliable and valid measures 
of future job performance in the law enforcement field 
should be avoided. 
13. Full followup interviews for all candidates should be 
provided in order to properly verify written test results. 
Difficulties with item comprehension (for those who have 
learned English as a second language) should be taken 
into consideration when evaluating elevated test scores. 
14. A standardized, behaviorally-oriented interview 
format should be employed, with background material 
and test results evaluated by interviewers in advance. 
15. Core questions in the interview should be periodically 
edited so that practitioners can increase their probability 
of collecting the most relevant information in a limited 
period of time. Followup question~ to ~xplore "prob
lematic areas" and make factual verifications should be 
included. 
16. Clinical diagnoses or psychiatric "labeling" of candi-



dates should be avoided when the goal is to identify those 
individuals whose emotional adjustment difficulties may 
adversely affect specific job performance. Unless inves
tigations are not prohibited by time constraints, and full 
evidence can be collected to support psychiatric diag
noses, date should be presented in descriptive, less stig
matizing behavioral terms. Evidence suggestive (If adjust
ment problems in the law enforcement setting should be 
clearly documented, avoiding challenges about the accu
racy of psychiatric labels. 
17. Written psychological reports should be prepared for 
each candidate tested, avoiding psychological jargon and 
"hospital language." Documented rationale and sup
porting material, including behavioral descriptions, 
observations, relevant quotations from candidate inter
views, and background/test information making 
"psychological points" about an individual, are approp
riate. 
18. Administrators should be provided with full written 
reports and the information necessary for easy interpreta
tion of all documents. Ratings reflecting degrees of pro
jected difficulty for each candidate should be clearly 
described, and practitioners should be available for 
further consultation if required. Administrators should 
be advised of the probable "miss-rates" to be expected 
in any group of pre-employment evaluations. 
19. Psychologists should attempt to retain their "profes
sional consultant" status, rather than performing tasks 
more appropriate for Personnel Officers. Recommenda
tions should be made regarding "risk potential," leaving 
administrators the option to accept or reject such recom
mendations based upon the candidate's entire portfolio. 
This is distinguished from the task of medical consultants 
who are often given specific and clearly diagnosable con
ditions, the presence of which "automatically rejects." 
Since the presence of mental conditions not-conducive 
to police work are not as easily defined or demonstrated, 
it is recommended that mental health practitioners be 
appropriately conservative in their conclusions and 
recommendations. 
20. Validation efforts should be made to tie final "suita
bility" ratings to criteria measures such as terminations, 
disciplinary infractions, excessive absenteeism, lateness, 
and/or supervisory ratings, Correlations and rates of pre
diction accuracy can be generated in order to assess how 
closely psychological ratings are related to performance. 
These efforts should be geared to answer the following 
question, "What measured level or degree of 
psychopathology actuaJly hinders an individual's ability 
to function as a Jaw enforcement officer in this agency?" 
Individuals who are hired and later demonstrate difficul
ties on the job can be evaluated for any common trends 
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in their pre-employment psychological results. 
21. If possible, baseline data on critical criteria measures 
(such as rates of serious incidents, negative reports etc .. ) 
should be collected before a psychological testing 
program is implemented. A "utility" analysis can then 
be performed to determine the overall value ("effective
ness") of the program as it related to dollar savings to a 
law enforcement agency. 
22. Clear disclaimers should be made so that evaluations 
will not be deemed valid after a specific period of time 
(such as six or eight months). If a candidate reapplies 
after this time period, he/she should be re-evaluated. 
23. Pre-employment test results should not ,be used for 
purposes other than making pre-employment hiring deci
sions. Reports and test data should be made available 
only to those administrators directly involved in making 
hiring decisions for candidates. 
24. Provisions should be made for the security of all 
testing materials on agency premises. Only key adminis
trators should have access to confidential files, and 
reports should only be forwarded to other agencies or 
individuals with the candidate's written consent. A con
sent form authorizing test results to be used in research 
studies (where candidate's identity will remain anonym
ous) should be completed at the time of testing. 
25. If candidates will be denied employment based on s 
psychological testing results, they should he allowed an 
opportunity to appeal any negative decisions. Appeals 
should be made to a professional board of evaluators 
which is independent from those making the original 
disposition. 
26. If possible, more than one mental health practitioner 
should be involved in making final evaluations or "ratings 
of suitability" for candidates. Procedures encouraging 
cross-checking and veritication of presented data and test 
scoring accuracy r.!'e also recommended. All test mate
rials and extensive interview notes should become part 
of the candidate's psychological record. 

Although final psychological evaluations regarding 
candidates' ultimate suitability for law enforcement pos
itions will always be subject to a certain degree of "expert 
clinical opinion," the above guidelines arc presented as 
a way to maximize the accuracy and effectiveness of 
these judgments. In a field frequently criticized for its 
inconsistencies and "non-scientific" conclu:)ions, prac
titioners must become especially "data-minded" when 
helping to make decisions that will affect careers and, 
possibly, lives of others. It can be demonstrated that even 
an overall ability to screen out an additional 10 to 20 
percent of problem officers. expenses caused by one or 
two of these candidates (if hired) can far exceed the costs 
of an entire psychological screening program. By 



the l~mitations as well as the advantages of psychological 
screening, and providing evidence that supports every 
individual hiring decision, mental health practitioners can 
help to reduce a law enforcement agency's liability and 
expense in the sensitive area of personnel selection. 
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'iAW ENFORCElvIENT OFFICER SCREENING: 
A DESCRIPTION OF ONE PRE-EMPLOYMENT PSYCHOLOGICAL 

TESTING PROGRAM 

Robin E. Imvald, Ph.D. 

The following psychological screening program has 
been used in several police and correctional agencies in 
the New York area. It is also being used as a model for 
the New York State Department of Correctional Services, 
and other police and correction departments who have 
recently set up in-house psychological screening prog
rams. 
Written Tests - Candidates begin their screening pro
cess by taking the following test battery: 
1. Minnesota MUltiphasic Personality Inventory (MMPI) 
with Clinical and Law Enforcement Norms -

Because the MMPI has been the most widely used 
psychological test, it was selected for this testing program 
in order to measure psychopathology of candidates. How
ever, since it was not originally designed to be used for 
the psychological screening of law enforcement officers, 
some additional features were added. After norms were 
developed on a large sample of over 2500 candidates, a 
specialized law enforcement profile graph and com
puterized narrative report based on these new norms were 
added to the standard clinical prof1le. 

This addition has proved to be important since law 
enforcement candidates have higher scores than do clin
ical populations on scales such as L (Lie Scale) and Ma 
(Hypomania). To interpret a candidate's responses as 
unusually denying of shortcomings or overactive based 
on clinical elevations is inappropriate when the majority 
of candidates show these same elevations. In fact, a 
slightly elevated L Scale may simple suggest the rational 
response of a person who wants to present him/herself' 
well in order to be hired. Also, a certain amount of energy 
(as suggested by a slightly elevated Ma scale) may be 
necessary for quick and effective responses by a law 
enforcement of/ker. In addition to the 13 standard scales 
of the MMPI, the MacAndrcws Alcohol Scale has been 
found useful for identifying candidates with risk-laking 
tendencies (though not always drug or alcohol related), 

In any case, the law enforcement norms, also available 
according to cthinic group, help to answer concerns that 
the MMPI was Originally developed for hospital patients 
and is not geared for a "normally-functioning" law 
enforcement candidate popUlation. The computerized 
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narrative report generated from these norms focuses on 
specific areas of importance to administratprs including 
reactions to administrators including reactions to stress, 
anti-social attitudes/impulsive behavior/substance abuse 
tendencies, and interpersonal skill and style (see 
Appendix A for a sample copy). 
2. Inwald Personality Inventory (IPI) -

When asked for their opinions on the subject, law 
enforcement administrators often cite specific problems 
they wish to avoid in their officers. These include over
reaction or lack of appropriate action in crisis situations, 
excessive absenteeism or lateness, physical and emo
tional disabilities related to job stress, chronic breach of 
rules and regulations, and drug/alcohol abuse by officers. 
Because of the need to better predict those officers who 
might later present these problems to their supervisors, 
the Inwald Personality Inventory (IP) was developed. 
Twenty-six separate behaviorally-anchored scales were 
developed using 3 IO true-false items. With the purpose 
of identifying serious emotional disturbances as well as 
characteristics predictive of poor job performv.nce in the 
law enforcement field, four general content areas were 
formed with the following scale names: 
I. Validity Measure - Guardedness (GO) 
2. "Acting Out" Behavioral Measures 

A. Specific External Behavior 
Alcohol (AL) 
Drugs (DG) 
Driving Violations (DV) 
Job Difficulties (10) 
Trouble with the Law & Society (TL) 
Absence Abuse (AA) 

B. Attitudes & Temperameflf 
Substance Abuse (SA) 
Antisocial Attitudes CAS) 
Hyperactivity (HP) 
Rigid Type CRT) 
Type A (TA) 

3. "Internalized" Conflict Measures 
Illness Concerns (Ie) 
Treatment Programs (TP) 
Anxiety (AN) 



Phobic Personality (PH) 
Obsessive Personality (OB) 
Depression (DE) 
Loner Type (LO) 
Unusual ExperiencesIThoughts (EU) 

4. Interpersonal Conflict Measures 
Lack of Assertiveness (LA) 
Interpersonal Difficulties (ID) 
Undue Suspiciousness (US) 
Family Conflicts (FC) 
Sexual Concerns (SC) 
Spouse/Mate Conflicts (SP) 

Since the best known predictor of future behavior con
tinues to be past behavior, items on this test are direct 
and varied samples of behavior from the above categories. 
Despite the fact that some candidates who later have job 
adjustment difficulties deny evidence of past or present 
emotional problems on written tests and interviews, most 
candidates endorse IPI items candidly. Some information 
revealed on this test could not be discovered during stan
dard investigations, yet candidates make these admis
sions, perhaps because they believe detailed investiga
tions will eventually uncover the truth. 

One of the main features of the IPI is the critical items 
printout, where all items are displayed that were endorsed 
and became part of the candidate's scale scores (see 
Appendix B for sample report). This allows interviewers 
to first scan the IPI profile graph to compare scores with 
those of other .law enforcement applicants, and then to 
check for critical items. These may be revealing of impor
tant information even jf scale scores are not significantly 
elevated. 

After testing over 5,000 police officer candidates, over 
9,000 correction officer candidates, and over 2,000 sec
urity officer applicants, several validation studies have 
been completed. When compared with other psycholog
ical inventories, such as the MMPI, the IPI has shown 
consistently superior predictive abilities on performance 
measures such as retention-termination, corrective inter
views, disciplinary infractions, absence and lateness fre
quency, and supervisory ratings (Inwald, Knatz & Shus
man, 1983; Inwald & Shusman, 1984; Shusman, Inwald 
& Landa, 1984). One study with security officer candi
dates indicated that behavioral infolmation from the 
polygraph (which has persisted as a controversial 
screening mechanism for security personnel) was more 
closely correlated with the behavioral scales of the [PI 
than with the MMP[ (Brobst, 1984). Scales on this inven
tory allow for valid and reliable te~ting of candidates' 
tendencies toward stress-related disabilities, alcohol and 
drug abuse, antisocial behavior. job adjustment, and 
interpersonal difficulties. 
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3. Law Enforcement Personal History Questionnaire 
(PHQ) 

This 34-item questionnaire was developed, normed 
and validated for law enforcement candidates to provide 
a "psychologically-oriented" background inventory and 
brief writing sample for each applicant. Information is 
collected about past job stability, legal difficulties, self
reported psychological strengths and weaknesses, and 
other verifiable data that can be cross-checked against 
admissions on the IPJ or other tests. The PHQ has been 
administered to over 15,000 law enforcement applicants 
and was recently revised to incorporate new questions 
found to be important in the psychological screening 
interview. Information included in this questionnaire has 
been found to be significantly related to law enforcement 
officer performance (Levy, 1967), and in most effective 
in its ability to provide interviewers with questions for 
followup with candidates, (Inwald, 1980). 

4. SkU Scale InventOl)' (SSI) 
This stress symptom checklist requires candidates to 

note how frequently they experience various symptoms 
and behaviors (e.g. symptoms are endorsed as occurring 
"once a day," "once a month" etc.). A hand-scoring 
system has been developed for this inventory that has 
been validated against job performance criteria (Knatz 
& Inwald, 1983). The SSI has also been administered to 
over 15,000 law enforcement applicants and helps to 
focus on the precise frequency levels of specific stress 
symptoms rather than their absolute presence or absence. 
Symptoms occurring weekly or even monthly often reveal 
areas of vulnerability for law enforcement applicants. 

Consent Form/Procedures 

When candidates have completed their written test bat
tery, the computer scored print-outs, narratives, and orig
inal test protocols are collected in each candidate's 
psychological folder. This is stored separately from the 
c~ndidate's personnel folder and is accessible only to 
those directly involved in making a hiring decision about 
the candidate. A consent fonTI regarding the purpose of 
the psychological testing and the use of anonymous test 
results for research purposes is also signed by the candi
date at the time of testing (see Appendix C for sample) 
and included in the record. All results are then provided 
to the psychological staff responsible for conducting fol
lowup interviews. When candidates are called back for 
these interviews (usually one to two weeks later) they 
then speak with the psychologist who has reviewed their 
test results. 



Pilot-testing Program 

Immediately before applicants are called or their 
psychological interview, they are asked to take an addi
tional written test. Results from this test are not able to 
be provided to interviewers until after the interview has 
been completed. However, it is at this point in the testing 
program when new instruments or questionnaires can be 
pilot-tested for research purposes and for possible inclu
sion in the regular testing battery. This test-selection 
flexibility built into the program allows for ongoing 
evaluation of new tests and their gradual adoption into 
the battery should they prove to be valuable screening 
devices. In this manner, mental health practitioners are 
not bound to use only those instruments initially chosen 
for the written battery. Structured panel interviews with 
investigators (Knatz, & Inwald, 1983) or abbreviated 
assessment center exercises can be incorporated as addi
tions to the written battery and psychological interview 
at this time in the screening process. 

Examples of some tests that have been used and 
evaluated during this period include the State-Trait Anx
iety Inventory (STAI), FlRO-B and FlRO-F, Edwards 
Personal Preference Schedule (EPPS), the 16 Personality 
Factors Questionnaire (16PF) and the California 
Psychological Inventory (CPl). [n one research project, 
the CPl, which shares many items with the MMP[, was 
examined for its ability to predict the MMPI using for
mulas derived for that purpose (Shusman & Inwald, 
1984). Law enforcement profile graphs were developed 
using law enforcement norms for the CPT and law enforce
ment norms for an MMPI profile derived from CPT scores 
(see Appendix D for sample graphs). Research about 
common factors shared among different tests may aid 
practitioners in selecting the least redundant, yet most 
comprehensive and appropriate test batteries. 

Psychological Interview 

The one-on-one psychological interview next con
ducted with all applicants consists of a series of approx
imately 40 core questions (see Appendix E) which can 
be easily expanded depending upon responses and time 
limitations. Interviews are conducted to verify test 
results, and all candidate responses arc written down 
verbatim by the interviewer so that any contradictions 
between test results and interview responses are clearly 
documented. The interview format follows an outline 
taken partially from the PHQ and lasts between 25 and 
50 minutes. All interviewers are trained to follow this 
question outline adding followup qucstions where neces
sary. Although it is beyond the scope of this paper to 
describc the details of the interview process, thi!. has 
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been discussed in other publications (Knatz & Inwald, 
1983). 

Interview questions are posed in as non-threatening a 
form as possible in order to maximize compliance and 
candor, with the most threatening question asked toward 
the end of the interview. A thorough and very specific 
inquiry is made regarding any past and/or present alcohol 
and drug consumption, and all incidents involving con
flicts with authority or job difficulties 'are carefully 
explored. Questions are specitic and behavior-oriented 
so that interviewers can focus on mostly factual rather 
than interpretive data. Another goal of the. interview is 
to obtain any specific candidate statements or quotations 
that may reveal poor judgment under pressure or attitudes 
suggestive of difficulty managing responsibility. Very 
often, it is the candidates themselves who make spon
taneous and possible incriminating statements about their 
behavior, For example, after explaining the reason for a 
post arrest, one candidate: added, "I mean, when my 
friend had already backed up to the rear of the store and 
then asked me to help him escort the clothes to his van, 
how could I refuse?" Quotes such as this one can be 
included "as is" in written reports, thus minimizing the 
need for lengthy psychological interpretations of attitudes 
and responses. Any critical item endorsements or unusual 
statements found on the PHQ are questioned at the end 
of the interview if they have not been covered by the 
standard format. 

Written Psychological Reports 

When the individual interview has been completed, a 
full written report is prepared for the Director of Person
nel. This report is divided into 9 separate sections so that 
key administrators can easily review specific results. The 
first area provides for the documentation of written test 
results. Here, scales on computer scored tests that were 
significantly elevated compared with other male or female 
law enforcement candidates tested are circled on the 
report form (see Appendix F). They are identified as 
being either one or two standard deviations higher than 
the mean scores of other same-sex candidates. Grouped 
by category (12 in all), it can be quickly determined 
when a candidate has scored in the high ranges of a tested 
area (such as "Alcohol/drug abuse") on more than one 
test. 

In the first narrative section of the report, test scores 
are summarized. The practitioner provides statements 
about what test results alone might imply about a candi
date's personality and behavior. This description is brief 
so that important verifying information obtained during 
the interview can be presented in the remainder of the 
report, (sec sample narrative in Appendix F). 



The next section is a discussion of the candidate's 
overall interview style and apparent motivation for the 
job. As much as possible, these descriptions are be
havioral and avoid the use of psychological jargon. An 
example of this might be :Candidate sat with his side to 
the interviewer, rarely made eye contact, and tapped his 
feet against the chair when questioned about his current 
use of drugs." Stated reasons for wanting the new job 
and for leaving an old one are often quoted here. 

A synopsis of the candidate's work history is presented 
in the next section under the heading "Job stability/per
formance history". Here, any problems in school, milit
ary or job adjustment are described with the goal being 
to explore the candidate'S ability to meet work respon
sibilities and demands. Attitudes toward past employers 
and incidents, as well as reasons for frequent job changes 
or unemployment are documented. 

Under "Arrests/driving problems/antisocial behavior 
history", any incidents involving conflicts with authority 
figures are described along with the candidate's present 
attitude about these incidents. This may include arrests, 
school $U~pensions, motor vehicle infractions, fist fights, 
or other "acting-out" behaviors. The "drug/alcohol use" 
section provides for clear documentation of substance 
abuse habits. Social drinking is quantified, so that the 
reader can evaluate the possible extent of this behavior. 
Information about how many drinks it takes for the can
didate to become "high", how often this happens, how 
many "joints" may be smoked in a given month, etc .... 
is included when admissions are made about substance 
abuse. 

Family and peer relationships and interpersonal skills 
are assessed in the section that follows. Here, the candi
date's current living situation is described, along with 
the frequency of outside socialization, relationships with 
and attitude toward parents and other family members, 
and any evidence of difficulties communicating with a 
variety of people. Social skills observed during the sc
reening process might alse be documented here. 

Finally, evidence suggesting unusual illness or health 
concerns, phobias, depression, or bizarre or unusual 
thinking is summarized. Quotations about stress 
symptoms from the PHQ or ssr may be included, and 
symptoms that are denied in interview by endorsed on 
tests may be mentioned. Stigmatizing psychiatric labeling 
of candidates is avoided in favor of "letting the data speak 
for itsel f." 

An overall summary is made at the end of the report 
tying behavioral information and test data together. A 
recommendation is made regarding whether there is 
"some question", "serious question" or "no question" 
about the candidate's ability to handle the responsibilities 
and stresses of law enforcement work. When evidence 
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.. 
suggests a candidate has not previously been able to meet 
such responsibilities and presents a risk for the hiring 
agency, it is recommended that he/she not be hired. In 
the summary statement are noted the specific reasons for 
any recommendation. All summary statements are tied 
to psychological ratings given to each candidate as a 
clinical assessment of an an agency's risk in hiring that 
applicant. 

Psychological Ratings 

After each interview is concluded, a preliminary rating, 
based on a scale from "I" to "5", is assigned to each 
candidate. This is finalized after the full written report 
has been generated, and is based upon verified test scores 
and interview results as compared with those of other 
candidates tested. Ratings are not designed to be viewed 
as absolute indicators or predictors of eventual job perfor
mance, but as guidelines to be followed by administrators 
who must make hiring decisions. A statement to this 
effect, which also explains how ratings should be used, 
is included on the cover page of each psychological report 
(see Appendix F). This statement also places a limit on 
the clinical validity of the report and suggests that appli
cants be retested after six months if a current evaluation 
is desired. 

Validation 

In addition to the validity studies that have been com
pleted which correlate written test results to on-job be
havior, the psychological ratings have been validated as 
well. Candidates who received poor ratings (such as "4" 
or "5") but were hired based on clear investigation reports 
and references were compared with those who had re
ceived better psychological ratings in one department. In 
this study, 13% of the hired population had received poor 
ratings, yet 26% of those eventually terminated were 
candidates who had received the negative ratings. 
Analyzed another way, a candidate had a 2% chance of 
being terminated if he/she had received a "I" rating, but 
a I 0% chance of failure on the job if he/she had received 
a "4" or "5". Since most "4" or "5" ratings were not 
offered the job in the fIrst place, the overall validity of 
these ratings may have been underestimated (see Appen
dix G). It was also found in this study that those candi
dates with better ratings tended to resign with much 
greater frequency than did those with poor psychological 
ratings. This finding spurred the agency to make staying 
on the job more attractive to candidates who show the 
greatest promise in the training academy. Another study 
(Inwald, Knatz & Levitt, 1980) indicated that candidates 
given poor ratings had close to twice the probability of 



having absences, lateness, and disciplinary infractions 
when compared with those who received more "accept
able" ratings. 

While there may be no easy solutions to recruitment 
and selection problems, data gleaned from validity studies 
can aid administrators in improving management and 
screening techniques. In this program, data from pre-em
ployment testing are merged with performance data once 
candidates are hired. A two-year followup study is made 
on each officer with results supporting the continuation 
of pre-employment psychological testing (Shusman, In
wald & Landa, 1984). Overall, it appears that this testing 
program can increase prediction accuracy by roughly 15 
to 25 percent. While this does not suggest that such 
screening should ever be used as a sole source for denying 
employment to an applicant, it does indicate that 
psychological testing programs can save significant 
amounts of money for law enforcement agencies. When 
training costs, stress disability costs, and other expenses 
related to maintaining even a few poorly performing of
ficers on the payroll are assessed, the benefits of 
psychological testing become apparent. Yearly expenses 
for two or three "problem officers" can easily outweigh 
the cost of the entire screening program. 

Disposition of Cases 

When the written report has been completed, along 
with the psychological rating, it is reviewed for accuracy 
by another psychologist. After the report cover sheet has 
been signed by both the interviewer and reviewing 
psychologist, the report is delivered to the personnel de
partment where it is reviewed in conjunction with other 
material from the candidate's background investigation 
and other sources. When a final hiring decisions made, 
the agency has taken all factors and materials into ac
count. When Administrators who make the final decisions 
have questions about a rating, or supporting data, consul
tations are provided as part of the service. Finally, if a 
candidate appeals a rejection, the agency can provide 
strong documentation to support its hiring decision since 
psychological testing has played its role as one important 
component to a comprehensive selection program. 

As validation research lends increased credibility to 
psychological screening in law enforcement, more weight 
can reasonably be given to psychological ratings and 
recommendations. There can be little argument with 
clearly documented behavioral evidence that has been 
shown in validity studies, to be correlated with poor job 
performance. Provided that psychological screening pro
vides probability ratings of success (or "non-failure") on 
the job rather than absolute predictions of job suitability 
or stigmatizing psychiatric labels, it may grow to be 
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viewed as an important and reliable addition to effective 
law enforcement officer selection procedures. 
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APPENDIX A 
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TM* 
MMPI LAW ENFORCEMENT CANDIDATE REPORT 

******** ******** *·)I-****·M·* 

03/29/85 HRINC 7/84 

Agency 1 - 1 C.ase 8178 Se:< -M- RCI.ce -H-

I~.lTRODUCTION 

This report is intended to be used .as .an .aid in 
assessing .an individu.al's emotional st.ability .and 
suit.ability for a Job in the l.aw enforcement field. It is 
not intended .as .a substitute for .a clinic.al interview, .as 
.a final ev.alu.ative report regarding a c.andid.ate's 
ultim.ate Job suit.ability, or as a sole source for denwing 
employment to an .applicant. 

It has been developed with the purpose of providing 
relevant materi.al to be further explored in individual 
interviews .and investig.ations. These results are .also 
intended to provide supportive m.aterial with re;ard to 
administrative hiring decisions. It is expected th~t the 
results will be used as one component in a comprehensive 
selection py'oced\..\re, incl\..\cling other elements, s\..\cr. as 
written tests, interview~., and backgro\..\nd investigations • 

******** . )1-**'*'**'*'* 

TEST RESPONSE STYLE 

This individual was willing to admit to minor 
shortcomings, suggesting that he was candid in responding 
to such items on this test. He fell in the average range 
in attempting to portray himself .as virtuous or lacking of 
minor faults When compared wlth other male law enforcement 
ca.n d 1 del tes. 

On one scale testing ~espon.e ~twle, he did not ap
pe.ar to be more denying of worry or social discomfort than 
other law enforcement candidates tested. Such questions 
were approached with .apparent insight and candor. 

He did not attempt to portray himself as vulner.able or in 
need of help, and did not endorse items that clearlY point 
to unusual symptoms of distress Or emotional adjustment 
difficulties. This response pattern is common for law 
enforcement candidates in the pre-employment setting who 
wish to minimize psychological weaknesses. 
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ANTIsqCIAL ATTITUDES/IMPULSIVE BEHAVIOR 

Scores show little evidence of restlessness or of 
a tendency for this candidate to overreact to situations 
where careful planning or decisionmaking is required. 
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On the basis of this test, hyperactivity is not indicated 
by his scores. 

* Compa~Rd with other male law enforcement applicants 
tested, this candidate endorsed some items suggestive of 
antisocial attitudes and/or behaviors. He may feel mis
understood by others and may indulge in activities which 
deviate from social norms. A car~ful background check is 
necessary in order to determine whether his responses are 
reflective of cynical attitudes alone or represent actual 
difficulty adhering to society's rules and regulations. 
Some conflicts with authority, especially with regard to 
accepting criticism, may also be present. 

This individual did not endorse items on this test 
in a pattern indicative of substance abuse tendencies or 
risk-taking behavior. He does not appear to have diffi
culty control11ng behaViors requiring moderation (such as 
excessive eating, drinking, gambling or smoking). While 
this does not rule out this type of behavior entirely, this 
candidate showed little similarity to others known to be 
prone to substance abu~e or other excesses. 

INTERPERSONAL SKILLS & STYLE 

** A social introvert, he does not appear to enjoy 
spending time in the company of others, especially 
strangers or large groups. In neW Situations, this candi
date may be particularly shy and withdrawn, preferring not 
to be the center of attention. Social contacts may be 
minimal and, in times of stress, his support network may be 
quite limited. Interpersonal skills may be impaired due 
to this candidate'S self-consciousness in social situa
tions. 

* There is some indication that he is suspicious and 
wary of the intentions or motives of others. He may feel 
people try to control or take unfair advantage of him, and 
he may react to new situations with wariness or cynicism. 
While some caution is necessary for effective law enforce
ment Job performance, this candidate should be further 
evaluated for any signs of overreactivity or undue suspi
ciousness of others. 

This candidate appears to have interests and prefer
ences which are simllar to those traditionally held by most 
male law enforcement officer candidates. This suggests 
compatibility with other same-sex offiCers wit~ regard to 
general interest. and free-time pursuits. 
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REACTIONS TO STRESS 

Compared with other candidates tested, this person 
has not admitted to having an unusually large number of 
specific physical symptoms or stress-related ailments at 
this time. 
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This applicant does not appear to be unduly concerned 
about his general health or well-being, and may not view 
complaining to others as socially acceptable behavior for 
~imself. He may tend to minimize the effects of illnesses or 
phYsical conditions when they do occur. 

** This person has described himself as a very sensitive, 
worryprone, and fragile individual. He may have more fears 
than the average law enforcement officer candidate, and 
may react to stressful situations with symptoms of anxiety, 
obsessiveness, and/or avoidance behavior. It is recom
mended that a check be made to determine whether or not 
this tendency to become anxious under pressure has had any 
detrimental effects on past Job performance. 

** Test scores ahow evidence of discouragement and 
worrY, and this candidate has endorsed items in a manner 
similar to those known to suffer from clinical depression. 
Apparently dissatisfied with his situation in life, he 
may feel he has not accomplished proper goals. He may 
tend to internalize anger, may be highly self-critical, 
and may become withdrawn, moody, or morose under stress. 
A careful evaluation of this person's present functioning 
and past reactions to Pressure at home and on the Job is 
suggested in order to rule out depression as a significant 
personality feature. 

Test responses suggest this indiVidual has not 
endorsed items in a highly unusual or bizarre fashion 
compared with other candidates. There is little similarity 
between responses here and those of people who suffer from 
serious thought disorders or emotional disturbances such 
as schizophrenia. 

'~'*~'***-M'* 
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SUMMARY STATEMENT 

OVerall, these test results suggest that, in some 
areas, this individual has significantly elevated scores 
that do not resemble those of other male law enforcement 
candidates tested. These scores may indicate problem 
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a.'eas that may have afftected past Job performance, and 
could significantly affect future Job functioning as well. 
If there are several significant elevations, this indivi
dual may show a serious behavioral or emotional adjustment 
disorder (see graph for scale scores of t)=7~). It is 
strongly recommended that followup testing and interviewing 
be conducted in order to determine the significance and 
range of these difficulties. 
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******** ******** ******** 
IPI NARRATIVE REPORT 

******** ******** ******** 

03/29/85 HRINC 1/83 Vl.l 

Agency 3 - 1 Case 75 Sex -M- RACE: -W-

***************************************** 

INTRODUCTION 

This report is intended to be used as an aid in 
assessing an individual's emotional stability and 
suitability for a Job in the law enforcement field. It is 
not intended as a substitute for a clinical 
interview, as a final evaluative report regarding a 
candidate's ultimate Job suitability, or as a sole 
source for denying employment to an applicant. 

It has been developed with the purpose of providing 
relevant material to be further explored in individual 
interviews and investigations. These results are also 
intended to provide supportive material with regard to 
administrative hiring decisions. It is expected that the 
results will be used as one component in a comprehensive 
selection procedure, including other elements, such as 
written tests, interViews, and background investigations. 

******** ******** ******** 

VALIDITY MEASURE 

This individual has been candid in answering the items on 
this qUestionnaire. He has been willing to reveal minor faults 
and shortcomings. 

"ACTING-OUT" BEHAVIOR MEASURES: SPECIFIC "EXTERNAL"BEHAVIOR 

He does not appear to be an abuser of alcohol. 
habitual drinking. 

He denies 

** This person maY be a habitual user of drugs. He is 
likelY to use marijUana on a regular basis, and may also 
use other substan~es. A history of freqUent drug Usage andlor 
drug dependence may be indicated. 

** He shows. signifiCant history and/or Pattern of motor 
vehicle infractions and driving difficulties. These are 

likelY to include moving violations, automobile accidents, and, 
in some cases, driving while under the influence of drugs or 
alcohol. Such individuals maY be immature, impulsive, and 
somewhat resentful of authority. 
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According to item responses, there is little evidence of 
significant work adjustment difficulty in this person's 
background. To verify this finding, it is suggested that an 
evaluation of his work record also be made. 

** This individual shows evidence of clear antisocial 

* 

tendencies. He shows a history of brushes with the law and 
societal norms. This may include arrests and convictions for 
criminal activities. Disciplinary problems in school or 
military service may also be indicated. Such individuals tend 
to be cynical and manipulative, unable to control their hostile 
impulses. If this person is being considered for a position of 
responsibility, a very careful background check is highly 
recommended. 

He does not admit to a pattern of attendance or 
lateness problems on the Job. 

ATTITUDES AND TEMPERAMENT 

Items endorsed indicate this individual may be an impul
sive risk-taker who may tend to make "spur of the moment" 
decisions and try things for a "thrill". This maY be asso
ciated with substance abuse tendencies. 

This individual does not express a large number of 
antisocial attitudes, cynicism about society, or a sense 
that he feels Justified in breaking rules in order to "beat 
the system". 

* According to item responses, he maY be a restless. oVer-
active individual who may have difficulty controlling hiS 
impulses. He may be overtalkative. aggressive, andlor im
patient. An energetic, highly sociable lifestyle may also be 
evident. He may make "sPur of the moment~ decisions and seek 
immediate gratification from life. 

He does not appear to be an oVRrly ~'igid, critical 
person, or to have fixad, stereotyp~d views of the world. 

There is little evidence that this person is overlY 
"driven" or competitive with regard to his career or life goals. 
He does not endorse items indicating similarity to "Type A" 
personalities. 

INTERNALIZED CONFLICT MEASURE5 

He does not admlt to a large number of physi~al symptoms 
or minor illnesses that might adVersely affect Job performance. 
He does not appear to be overly concerned about hIS health, and 
may not be particularly prone to physical conditions or 111n~sses. 
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This person denies having had past counseling for a 
problem, having participated in a formal treatment program, or 
having ever taken tranquilizers. 

He does not show evidence of excessive anxiety, or a 
tendency to be a chronic Worrier. 

Based on item responses, this individual does not admit 
to symptoms or thoughts characteristic of people who have 
phobias or irrational fears that limit their functioning. 

This person does not appear to be overly concerned with 
details, and does not show evidence of being particularly 
"obsessive" in his approach to life. 

He does not admit to symptoms of depression, and appears 
to be satisfied with his general progress in life. 

There is indication that this individual spends at 
least some leisure time in the company of others, and de
sires outside social contacts. He does not appear to be a 
"loner", and may enjoy a support network of friends. 

He has not admitted to a large number of unusual 
experiences or thoughts common to persons wno suffer from 
a severe emotional disturbance or thought disorder. 

INTERPERSONAL CONFLICT MEASURES 

This person does not appear to have difficulty asserting 
himself when necessary. He expresses confidence in his ability 
to speak his mind, and may be able to face confrontations with 
others in a straightforward manner. 

It appears that this individual does not have significant 
difficulty getting along with others. He may be adept at 
avoiding unnecessary arguments, and does not appear to alienate 
others through aggressive, impulsive, or moody behavior. 

He does not seem to be unduly suspicious or skeptical of 
the motives of others, nor does he express a sense that others 
are likely to take unfair advantage of him. 

* There is some indication of family problems in this 
person's background. He may harbor some degree of resentment 
towards his parents and/or relatives. 

He does not endorse items suggestive of difficulties 
relating to or workin~ with members of the opposite sex. 
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* Some difficulties in spouse/mate relationship(s) are 
suggested for this individual. This may be part of an overall 
pattern of family conflict and interpersonal difficulty, or may 
be specific to only one relationship. 

******** ******** ******** 

SUMMARY STATEMENT 

Overall, these test results suggest that, in some areas, 
this individual has significantly elevated scores that do not 
resemble those of other male law enforcement candidates tested. 
These scores may indicate problem areas that may have affected 
past job performance and could significantly affect future Job 
functioning as well. If there are several significant eleva
tions, this individual maw show a serious behavioral or emo
tional adjustment disorder (see Personality Profile Graph for 
scale scores of t)=70).It is strongly recommended that follow
up testing and interviewing be conducted in order to determine 
the significance and range of these difficulties. 
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-"-.. .. .. .. 
-"-.. .. .. -::--1.-1. 
" .. .. 

-"_ .. .. 
" 0' 

-"--
" .. 
0' 

•• 

Ie 
41 
0 
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TP AN PH OB DE 
46 46 39 39 49 
0 2 3 3 

'INTERNAL! ZED' 
CONFLICT MEASURES 

LO UE 
38 50 

2 

--"--

-"--

-"_. 
00 

oo 

-"-.. .. 
-"_ .. 

0' 

'0 

" -"-.. 
.. 

="= .. 
LA III US FC SC 
48 48 49 63 58 
3 3 6 1 

INTERPERSONAL 
CONFL! CT MEASURES 

_to 

" 

" 00 

-" 

0' 

" _0' 

0' .. .. 
-" 

_'0 

" 

=" 
SP 
66 
3 



****** IPI CRITICAL ITEKS PRINT-OUT ****** 

*J**J* AGENCY: 3 - 1 *JJJJ* CASE: 7S ***JJ* 
••• Scantron File, Rc. I004188J/IPI:l J Case file, Rc' SAMPLE/MAT:l 1 

(MF,RS: 1 1) 

o : 1222112111 1212222222 1121222122 1121222211 2121212121 
S0 : 2221121222 1112212211 1112212221 2112222222 1220121222 

100 : 1211212222 2222122111 2211222221 2212111122 1122122220 
150 : 2222121121 2121222222 1112212222 2212122222 1212121221 
200 : 2122121112 2212122222 1222222220 2212222111 2222211121 
250 : 1221212121 2221212222 2222121212 2221121212 1222221222 
300 : 1111221221 

••• 8 ••••••• START OF AN ANALYSIS JOB •••••••• Analysis date: 0J/29/B5 

<GO> 
9T EXAMI 40T HONEST 176T THANKU 25BT CONFID. 

IBBF NTS 
(GO> Score= 5 

(RT> 
34T TROUBSTS 145T FEWRGTS 173T INOEPMNO 207T GRIPES 

(RT> Score= 4 
-------
<AL> 

5T SIXPK *157T SIXPKEZ IB3T SOCORINK 
(AL:> Score= 3 

<OG> 
*31T MARJLONE *73T HARJSO *24BT COC>1 *2B4T HAR:'2 
I11F TCOKE 

<DG> Score= 5 
======= 
<SA> 

10T SPEND)$ 32T NEXPERT 4BT FRNDSOLD 50T RISKS *130T FF5YR 
36F FFS20 129F PARTYR 131F PLAN 

{SA> Score= 9 
======= 
<DV> 

42T ACClD *124T HV)l 
77F L1CSUS 121F HVVIOLA n6F UNISURD 

<DV) Score= 5 

<JO) 
13T UNEMP *239T OFFBKS 
90F TRLAT/ABS 

(JD) Score= 3 
======= 
<TL> 
* 11 T SUSPNDSCH 130T FF5YR H71T ARRYO 195T COW 246T LAWBR 

36F FFS20 170F ACCUZMCH 
<TL> Score= B 
-------
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IB5T WORYLATE 

2B7T BILL 



<AS> 
BT LAX 32T NEXPERT 4BT FRNDSOLD 5111T RISKS 7111T PINTIMID 82T DISHON lB5T WORYLATE 

193T BEATSYS 
{AS> Score= B 
====1:== 
<HP> 

ll11T SPEND>. 32T t£XPERT 4BT FRNDSOLD 5111T RISKS 6lT IRRWAIT 6Jr AtflSLDR 69T HURY 
119T TI£LOUD 13111T FF5YR 164T SITSTIL *l72T USEDTEI1P 173T INDEPItID lB5T WORYLATE 2111111T PTSLD 
21Jr RESTNBUZY 289T SP-HOI£ 
3bF FFS20 129F PARTYR 131F PLAN 

<HP> Score= 19 
==== 
(M) 

1Jr lKtIP 46T SICKNS 239T OFFBKS 279T SICKAX 
9IIIF TRLAT/ABS 

(M> Score= 5 
-------
<IC> 
<IC) Score= III 
==== 
(TP> 
<TP> Score= 0 

-------
<AN> 

44T CRAZY *l37T ANX 
(AN> Score= 2 

<TA) 
6lT IRRWAIT 63T ANNSLDR 69T HURY 164T SITSTIL 2111111T PTSLD 21117T GRIPES 213T RESTNBUZY 

{TA> Score= 7 
======= 
<PH) 

4'tT CRAZY 
37F TEL~D 175F MOVIES 

{PH> Score= 3 

<LA) 
37F TELI1ND 11112F RESTAUR 22BF STRATE 

<LA> Score= 3 
-------
<OB> 

21117T GRIPES 
<OB> Score= 
====== 
(DE> 

44T CRAZY *142T APPET 
53F WASTYRS 

(DE) Score= 3 
======= 
<LO) 

34T TROUBSTS 
<LO> Score= 1 
======= 
<ID) 

1111o\T POUND *11116T DIVORCE 172T USEDTEMP 
<ID> Score= 3 
====== 
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<FC> 
1031' PARENTSD 2I5T PN..FRDS 
64F FAttPER 211F PACARE 216F TWPS 

<FC> Score= 6 
====-= 
<SC> 

120T W2ASSRT 
<se> Score= 1 
=J::e::== 
<SP> 

lm6T DIVORCE 141T SEPARAT 289T SP-HOtE 
<SP) Score= 3 
===--= 
<us> 

6T SENSTV 
<US> Score= 4 
==== 
<lIE> 

44T CRAZY 
<lIE> Score= 2 
::z:=:==== 

o.ission,,": 
94 OUTLATE 

BT LAX 

1114T PII\NI 

150 ot£I1ATE 
TOTAl ~ISSIONS= 3 

76T TLKt£AR 

230 T.AKENSTH 

223F FAttPREC 

80TTOOTRST 

....... , .................. END OF ANALYSIS JOB I ... . 
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APPENDIX C 

CONSENT FORM 

I, ________________________________ _ as a candidate for the 

p:lsition of Police Officer, 1.mderstand that all perronal inforrration 

incltrl erl in this psycoological screening is confid ential and will 

be seen only by those people directly in\Olverl in my recrui tm:mt. 

I also 1.mderstand that sate or all of this information may be used 

for purp:lses of psychological research concerning recruitment and 

selection of law enfurcerrent officers. All information for research 

purPJses will be kept canpletely anon~us and will h3.ve no bearing 

on my candidacy or my tenure in this department if I am hirerl. 

signerl __________________________ ___ 

Date __________________ __ 
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APPENDIX D 

HILSON RESEARCH INC. PERSONALITY PROFILE GRAPH 

Ps>yc::hC) 1. C)g i c::a.1. 

CPI 

Sample 1 - 1 Case 8711 Sel<: -M- RA: -w-

DO CS SV BP SA lIB RE SO SC TO GI CM 
i= == == == == == ==::cc == =w =::: == == ==::== 
i 
I " 90i-- - -- - - -- -::- -- -- -- -- -- --::-
: .. 

AC AI IE 
==1'== .. 
_1'_-.. 

PV FX FE 
=c == 

.. 
-'too 

Stl LD PE 
=!! 

" .. .. 
-" 

i .. II:: II 
80:.~-- - -- - -- -- --g-- -- - -- -- -- --::-- --::-- --::- --:: 

It It 70;------------------1,,-----------------, ,----------, .... ---------. ,------" 
i :: ::!!:::: 
I •• II 

601-- -- -- -- --::-- ... -- r __ 11_- - ... ::--

1 :: :: It 

I 

50l--
I 
I 
: 

40l--: 
: 

.-.11--.,,'-::-.. .. .. 
_11_-.. 

.-III--.I-~I-::--

.. 
_1'_-.. .. .. 

-" .. 
" .. .. 

_11_-.. .. i 301--.-1 ..... 1-,.-...... 1-::- -: .-1"-111-,.-: :-1 .. -.1-,.-
: 

29;--
I 
I 
: 

fo- _It __ .. .. .. 
.. .. .... _-.. .. .. .. 

10i-I .. -II~.-.II--.H .. -.. -
I .. .-1 .. -....... ·- ~::-

1 .. 
: I 
I"" 10" ~= ~:: 1== 

.. 
" ~= .. ==,.·=I .. ·.io·" "" -" 

RE SO BC TO GI 
2/' 34 02 52 b0 
1'1 28 40 24 ~o 

DO CS SV 9P SA loIB 
41 44 53 05 58 59 
22 17 20 42 22 41 

CI1 
~8 

27 

.. 
~=t.== 

.. AC Al IE 
44 41 51. 
25 15 42 

.. .. _".. .. .. 
-" .. .. .. 
cl'e:: 

py 
bl 
14 

FX ~E 

3b 42 
4 13 

ACH IEVEl1ENT INTERESTI 

.. 
--'t-oo 

" ". 
" -'t-oo 

.. 
-"--.. 
" .. 
" "" " . . 
"-.. 

"t "-.. 
" .. 
" "c- ~ 

911 
13 
37 

LD PE 
55 ~ 
52 48 

I1A l\JR ITY I 

__ t. 

" .. .. 
-" .. 

" .. 
__ I' 

oo .. 
-" 
" 

" . . 
" .. 
.. .. 

SELF-ASSURANCEI 
ADEQUACV 
t£ASURES 

RESPONSIBILITYI 
SOCIALIZATION 

MEASURES 
POTENTIAL INTELLECTUAL LEt\IlERSHIPI 
MEASlJRES 

CaPllright 1'15/' by Consulting Psychologl!;ts Preu, Inc. Pila Alto, CA 'H300. 
All rights rHerved. Printed under lir.en;!! frOlll thl! publisher. 
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HILSON RESEARCH INC. PERSONALITY PROFILE GRAPH 

CPI 

L.c::\.UI ET'lrCJoY"'C::e::!'ITIE:!'T'lt C.c::\.T'ldid.c::\.tE:!' 

Sample 1 1 Case 8711 SeH; -M- RA: -W-

DO CS SY SP SA WB RE SO SC TO 61 CM AC AI IE PY FX FE SM LD PE 
== == == == ==::== -- == == == ==::== == == ==::== -- -- ==::== == == ==:: 

: .. .. .. 
I' It.1 •• 

• , It 

901-- -- -- -- -- -- --: :-- -- -- -- -- -- --: :-- --: :-- --: :-- --:: 
tl •• •• 
t. •• •• 

80:-- -- -- - --: :-- -- -- -- --: :-- --: :-- --' '-- --:: 
: •• 0'" I, t. ... t ., .. .. .. 

70!--------------------------::--------------------------::--------------::--------------::--------------:: : .. ....... . 
: t. II •• 

XX .. 
60

1
.-- --~~-- --::-- - -- -- -- xx--::- --::-- --::-- __ "~ 

xx xx •• x:< :: :: :: • t : g x~ xx " xx ~~ .. ~~ .. ~~ .. ., 
50:i:-- --Xl<--Xl(--Xl<--' '-- --'xx--xx-- --xx--' '-- --xx--' '--xx-- --' '-- --" 

!(l< xx xx •• xx XK xx" :(x •• x:< •• •• xx xx xx •• Xl< X)( xx" xx • t xx •• t. : xx Xx xx xx •• xx xx xx xx • t xx ". xx •• •• . xx )(X xx xx •• xx xx xx xx •• x:< •• xx •• xx •• 
40:-- - --~X--~l<--~X--xx--' '-- --\(X--X~--xx--xx--' '-- --Xl--' '--xx--XX-- --' '-- --xx--xx--" 

: XX X\( xx XX XI .. xx xx xx xx" xx xx .. xx xx XX" xx xx to 
: xx xx xx xx xx 'f xx XX xx xx:: xx xx " xx xx xx,, IX xx " 
i XX ~~ g ~~ n~ ~~ :: ~R ~~ ~~ ~~ " ~~ ~R ;. ~~ ~R ~~ " ~~ ~~ " 30:--xx--xx--xx--xl--xx--xx--' '-- --X\(--XI--XI--XX--' '-- --:(X--XX--"--Xl<--XX--xx--' '-- --xx--xx··" : IX xx xx Xl( xx xx If xx xx xx xx II xx xx .. xx xx xx" xx xx .. : xx xx xx xx xx xx " xx xx xx xx " xx xx xx " xx xx xx xx xx " : xx xx xx xx xx I(X xx \(X xx \(x " xx xx xx .. xx x\( \(x xx xx : xx xx x~ xx xx xx " xx XX xx xx xx xx " xx xx xx ,. xx xx xx" xx xx " 

21l:--xx--~x--XX--X\(--XX--I(X--"--xx-xx--xx--xx-xx--xx--' '--xx--xx--xx--' '--I\(--XX--xx--' '- --XX--IX--" : xx xx xx xx xx xx " xx xx xx xx ~x xx ., xx xx xx " xx xx XX" xx xx " : xx xx xx xx xx xx t, xx xx xx xx xx xx t, xx xx xx " xx xx xx t, xx xx 
: xx xx xx xx xx xx " xx xx xx xx ~x xx " xx xx xx " xx xx xx '0 xx xx : xx xx xx ~x xx xx " xx xx xx x~ xx xx " xx xx xx " xx xx xx" xx xx t' 10:--xx--xx--xx--xx--xx--xx--"--xx--xx--xx--xx--xx--xx--"--xx--XX--l(X--"--xx--xx--xx--"-- --x:(--XX--', : xx xx xx xx xx xx " xx xx xx xx xx xx " xx xx xx " xx ~x xx " XX xx xx " : xx xx xx xx xx xx " xx xx xx xx xx xx " xx xx XK " xx xx xx " xx xx xx " : xx xx xx xx xx xx " xx xx X~ xx xx xx " xx xx xx t, xx xx xx xx xx xx " : xx xx xx xx xx xx ,t xx xx xx xx xx xx ., xx xx xx " xx xx xx " xx xx xx " 
: ==x x==x x ==x x==x x==x x==x x=: 0 '==x x==x x==:< x== X x==:( 1< == X x==' '==x I==X ~==I(X== ' • ==x x==x x==x x ==' '==1 X == X X ::=x 1<==' , 

DO CS SV SP SA Wll RE SO SC TO 61 CM AC AI IE PY FX FE 8M LD PE 
Tsc 32 38 45 62 54 53 23 22 52 50 45 58 It 27 39 54 II 54 40 38 II 8 41 43 
Raw 22 17 26 42 22 41 to 19 28 1,0 24 26 27 .. 25 15 42 14 4 13 It 37 52 48 

SELF-ASSURANCEI RESPONSIBILITY I ACHIEVEMENT INTERESTI MATURITYI 
ADEQUACY SOCIALIZATION POTENTIAL INTELLECTUAL LEADERSHIPI 
MEASURES MEASURES MEASURES MEASURES POLICE 

EFFECTIVENESS 
MEASURES 

Norss are based on a sample of 640 male law enforcement candidates collected by Hilson Research Inc. 

Copyright 1956 by Consulting Psychologists Press, Inc. Palo Alto, CA 94306. 
All rights reserved. Printed under license f~om the publisher. 
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HILSON RESEARCH INC. PERSONALITY PROFILE GRAPH 

MMPI 
-- CPI-M PROFILE -

PROFILE GRAPH DERIVED FROM 

Sample 1 1 Case 8711 Se:<: -M- RA: -W-

L F K He 0 HY PO MF PA PT SC HA SI 
__ =="== == == =c __ == == == == == ==" i--" •• .. .. 

• t •• 

901-- --::-- -- -- -- -- -- -- -- -- -- __ " 
801-- --::-- -- -- -- -- -- -- -- -- -- --:: 

: II It 

7~i--------------"------------------------------------------" : It •• 

: .. ... .. 
60( --::- - -- -- -- - --g 

.. 
50:-- _"_- - __ __ II 

: .. .. 
II 

II 

40i-- -::--
I 
; II 

II 

30

1--

21! ~--

-"--. 

! 
10:--

! 
I 

II ., 
I I 

II 

-"--II 
II 
II 
II 

"
II 
II 
II 
II 

:== = = ="== 
L 

Rabl 7 
Kcor 7 
Tsc 60 

F 
2 

K 
16 

2 16 
50 57 

NVMBER OF OMITS = 

II 

II 

II 

HS 0 HY PO MF PA 
6 18 22 21 24 10 

14 18 22 27 24 10 
57 53 60 69 57 57 

OMITTED ITEM NUMBERS ARE 
339 

II 

_" 
II 
II 
II 
II 

.-1 .. -:: 
II 

_" 
II 

II 
II 

_" 
II 

II 
II 

= 1=:: 1== 1==" 
PT SC MA SI 
3 5·21 23 " 

19 21 24 23 
40 47 68 50 II 
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HILSON RESEARCH INC. PERSONALITY PROFILE GRAPH 

MMPI 
~~ CPI-M P~~ri1~ ~~ 

PROFILE GRAPH DERIVED FROM 

Sample 1 - 1 Case 8711 Se:<: -M- RA: -W-

L F K H5 0 HY PO MF PA PT 5C MA 5I 
l"= =="== -- == == ==. == = == == = ==:: 

, , 
99~-- --: :-- -- -- -- -- -- -- -- -- -- --:: 

i. • t •• 
I' It 80j-- -::-- -- - -- - -- - - -- -- -:: 

: .. 
:" xx ,. 

70:--------------,,----------------------------------xx------" 
: II xx II 
:.t xx .t 
: It Xl{ xx" 

601-- -- -::- --~~-- --~~-- __ If 
: '1 x:< xx 
I XX :: XX xx xx :(x:: 
! ~~ " :O( R~ xx ~~ .. 501--xx-- "--xx-- '·_J(X-- --xx-- --xx--xx--" 
I xx .. XI{ :(X xx xx xx " 
1 ~~ xx "~~ xx ~~ ~~ ~~ ~R :: 
I :(x xx xx " xx K:< xx xx :(x xx xx .. 40:-xx--xx--xx-' '--xx--xx--:(X--XX-- --xx-- --xx--xx--xx--" : xx xx Xl( " xX xx xx Xl< xx xx xx xx xx xx ' , : xx xx XI t, xx xx xx xx xx xx xx xx xx xx t, 
I l<X xx xx " l<X x:( xx xx K:( xx xx xx xx xx ., 
I xx xx xx ., xx xx xx xx xx xx XI xx Xl( xx " 

301--xx--xx--xx--"--xx--xX--XX--KX--XX--xx--xx--xx--xx--xx--" : xx xx xx .. xx xx xx xx Xi( xx :<x xx xx xx .. 
I xx xx xx :: xx xx xx xx xx xx xx xx xx xx :: 
i ~~ ~~ ~~ ., ~~ ~~ ~~ ~~ ~~ ~~ ~~ ~~ ~~ ~~ 't 

201--xx--xx--xx--"--xx--xx--xx--xx--xx--xx--xx--xx--xx--xx--" : xx xx xx " xx xx xx xx xx xx xx xx xx xx ,. 
I xx Xl( xx " xx xx xx xx xx xx xx xx xx xx ,. 
I ~~ ~~ ~~ " ~~ ~~ ~~ ~~ ~~ ~~ ~~ ~~ ~~ ~~ :: 10l--XX--xx--xx--"--xx--xx--xx--xx--xx--xx--xx--xx--xx--xx--', 
I xx xx xx ,t xx xx xx xx xx xx xx xx xx xx " I xx xx xx ,t xx xx xx xx xx xx xx XK xx xx " 
I xx xx xx " xx xx xx xx xx xx xx xx xx xx t, 
I xx xx xx tl xx xx xx xx xx xx xx xx xx xx ,. :==xx==xX==XX=="==XX==xx==xx==xx==xx==xx==xx==xx==xx==xx==" 

L 
Raw 7 

Kcor 7 
Tst 56 

F K 
2 lb e, 

HS 0 HY PO 
6 18 22 21 

18 22 27 
43 45 65 

2 16 .. 14 
44 42 .. 54 

MF PA PT 5C MA 
2~ 10 3 5 21 
24 10 19 21 24 
39 55 38 41 73 

51 
23 " 
23 .. 

51 t, 

Norms are based on a sample of 312 male law enforcement candIdates collected by Hilson Research Inc. 
NUHIlER OF OMITS :: 1 

OM lTTEO lTE11 NVI111ERS ARE 
339 

73 

f2l3/29/85 
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APPENDIX E 

Hilson Research Interview Format for Police Officer Candidates 

Introduction to candidate: »Today I will be asking you to respond to 
a series of questions. My job is to verify some of the information 
you have provided us on the written inventories. You will notice that 
I will be doing a lot of writing. Do not be concerned with this, since 
I am simply writing down what you say so that I can refer to it later." 

How old are you? (old)* 

Who do you live with? (liv) How do you get along? 

Ever married? If married or living together, how long have you been 
together? (Mar) 

If separated or divorced, what happened? 

Are you working? (wrk) At what? Full time? How long? 

What did you do before that? For how long? And before that? (Jhis) 

Were you ever asked to leave a job? Or fired? Why? (fired) 

Are you currently applying for jobs with other agencies? 
Are you on other civil service 1ists?(cs) 
Would you prefer another type of civil service position?(e.g. fire, correctn) 

What was the longest job you've ever had? (lg) 

Have you ever been arrested? Why? What age? What was the outcome? (arr) 

Other brushes with the law? Any summonses? (sum) 

How many moving violations have you had? (mv) Any accidents while you 
were driving? (ace) How many? 

Were you ever in the military? (mil) Ever receive any article IS's? (alS) 
Or been written up? Why? 

Were you ever suspended from school? (sus) 

Why do you want to be a police officer? (po) 
If you don't get this job, what will you do? 

Have you ever done any kind of police or security work before? If 
yes, what was most difficult for you on that job? What was easy? (exp) 

How confident do you feel about handling yourself physically? (phys) 
How would you react when people verbally abuse you, swear at you? (verb) 

How does your family feel about you taking this job? (fam) 
Is there anyone who is strongly opposed to your taking this job? 

When was your last fistfight? (ff) What happened? (If recent) When 
was the fight before that one? What happened? 

* ( ) are tag words to be writt~n on interview record sheets as q~estion 
is asked of candidate. Followlng the tag words should be verbatlm 
responses to quesElons. 

c. 1983. Hilson Research Inc. All Rights Reserved. 
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How many brothers or sisters do you have? (B,S.) How do you get along 
with them? 

How would you describe your father? What is his personality like? 
What is his worst fault? What does he do? (fa) Describe your mother? 
Her worst fault? Were you raised by both parents? How do you get along 
with them? 

Which relative or parent do you resemble most in per~lity? 
In what way? (res) 

Were you ever physically abused or beaten? What happened? (abuse) till 
what age? 

How often do you have family arguments? 

When you do, what is it likely to be about? (arg) 

Do you have close friends? How many? (frnd) 
What do you do with your friends? How often do you see them? 
What are your hobbies? Spare time? (hob) 

Do you have a boyfriend or girlfriend? If yes, How long have you been 
seeing each other? If no, would you like to have one? (lover) 
Have your ever had a serious relationship? What happened? 

What are the strengths or best part of your personality? (+) 
What would you like improve about your personality? What are your 
shortcomings? (-) 
What does your family/girl friend say you need to improve? 

Do you ever have periods of feeling blue?-or depressed? (dep) 
What makes you blue or depressed? Do you ever wake up feeling blue? 
What do you do when you feel low? 

When you worry, what do you worry about? (worry) 
What makes you angry or impatient? (ang) 

How do you feel about heights? Large groups? etc. (fears) Closed spaces? 

Which period of your life has been the hardest for you to deal with? (hard) 

What do you like to drink when you drink? When was the last time you 
were high?/took a couple of drink? How often do you take a few drinks? 
(last hi) ~w many doe~ it take to get you high/tipsy? 

How many do you usually have when you drink? When was the last time 
you were drunk-or had a hangover? (hang) 

Has anybody in your faT.nily tended to drink too much? How about anyone 
using drugs in your family? (famdr) 

Do you smoke marijuana sometimes? How often? (pot) How about on 
weekends? Do you sometimes smoke a joint after work? 

If never, really? Why not? Do your friends smoke? And you never have? 
How corne? 
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Have you ever tried cocaine? How many times? (coc) Have you tried 
other drug~ills, pcp? speed? heroin? Are any of your friends 
into heavy drugs? Have you ever sold drugs to your friends? (sold) 

Have you ever had counseling or therapy? In school? on the job? (coun) 

HOw's your health? How many sick days have you taken this year? 
Last year? How often do you have headaches? stomachaches? (health) 

Have your ever been hospitalized? (hosp) 

Ever seen something out of the ordinary? like a vision or may 
something supernatural? Ever heard voices that guide you? 
Do you have any premonitions~events or unusual powers? (powers) 

Looking back on your life, what has given you most satisfaction? 
What has been most disappointing, or what do you regret? 

What are your long term goals? 
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APPENDIX F 

HUtSON ~IESIEAlRCH Case # X~)(X 
PSYCHOLOGICAL .sCREENING REPORT 

NAM.~E __ ~~~X~X ________ ~X~X~K~ __ 
last first 

SS xxx-xx-xxx 

LIST NUMBER~ __ Xc..X=X=X _____ _ EXAM. NUMBER, ___ X~X"",X::",x.~X6-___ _ 

At the present time, this candidate's psychological evaluation 
suggests the following: 

D 1, Candidate shows no evidence of psychosis or character disorder. 

o 2. There is some ques!;ion regarding biographical data re1evc:nt to this candidate's 
suitability for employment. Suggest careful scrutiny of all records by Director 
of Personnel. 

o 3. There is serious question regarding biographical data relevant to this candidate's 
suitability for employment. Suggest careful scrutiny of all records by Director of 
Personnel. 

[K] 4, There is some evidence of character disorder or emotional adjustment difficulties 
corroborated by biographical data. 
Do not recommend. 

D 5. There is evidence of psychosis or severe character disorder. 
Do not recommend. 

This recommendation is designed to be part of an overall candidate 
assessment, Narratives and ratings presented in psychological 
reports for all candidates are based upon clinical opinions of 
potential risk factors, They are not intended to ~.N interpreted as 
validated projections of a candidate's ultimate suitability for the 
job of a law enforcement officer or as predictions of future job 
performance, Rather, the narratives and ratings are intended to 
be u?ed as additional input to a comprehensive selection program 
Involving other independent components, It is not Intended that these 
reports be used as a sale source for denying employment to a law 
enforcement officer candidate, or as a component of allY job 
performance assessment once a candidate is hired, This report is 
prepared solely for purposes of instant evaluation and should noj 
be used for any other purpose. Reports may not be deemed valid 
after six months from the date of testing unless reevalulated. 

Hilson Research 

Copyright 1984. Hilson Research Inc. All rights reserved. 

77 



HILSON RESEARCH PAGE 2 

CASE' ~t{) [ 
PSYCHOLOGICAL SCREENING REPORT 

~ IPI SEX~ AGE 2L. 
L It GO 

1. DENIAL/GUARDEDNESS __________________________ ~~---------------------

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

1l. 

12. 

HYPERACTIVITY/IMPULSIVITY Ma TA 

JOB ADJUSTMENT 

INTERPERSONAL ADJUSTMENT 

ANTISOCIAL BEHAVIORS 

ALCOHOL/DRUG ABUSE/ATTITUDES 

Pd DV 

9 AL (5) SA 

PHYSICAL ILLNESS/CONCERNS 

ANXIETY/PHOBIAS 

Hs Hy IC 

Pt @) PH @V 
ASSERTIVENESS DIFFICULTIES Mf Si LA LO 

DEPRESSION 

UNDUE SUSPICIOUSNESS 

UNUSUAL/BIZARRE EXPERIENCES 

Key: ~=Signif'icant scale elevation at 2 standard deviations above 
~ the mean for other candidates tested. 

~=Sli9ht scale elevation compared to other candidates tested. 

ADDITIONAL COMMENTS: TEST RESULTS-
Candidate's score on the MacAndrews Alcohol scale of the MMPI shows a high similarity 
to those of individuals who abuse drugs and/or alcohol. Her test scores in general 
suggest an extranely anxious. restless, hyperactive individual with substance abuse 
terrlencies. A pattern of work adjustment difficulties and interpersonal con..'1.i.cts 
is suggested. 

INTERVIEW S'IYLE/APPARENT MOTIVATION-

Candidate was pleasant in interview and COllllIllI'l.i.cated openly. She appeared noderately 
notivated fur the job: "I can do the job. 1 need a little more responsibility -
nore routine." 

JOB STABILITY/PERFORMANCE HISTORY-

She has been supported by public assistance since 1975. She worked twice and 
was fired roth tiIres. A job at a bank lasted for ~ nonths, and she "can 't 
rerrember" why she lost the job. She worked in a day care center for 8 nonths 
and was terminated because of absenteeism. She dropped out of high school in 
the tenth grade. She was susperrled from school several tms. 

ARRESTS/DRIVING PROBLEMS/ANTISOCIAL BEHAVIOR HISTORY .. · 

She in:licates that she has never been in trouble with the law. though the principal 
and the police spoke to her nother several tiIres about her attendance. 
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DRUG/ALCOHOL USE-

Candidate states that she has "given up gett~ drunk". She states that she last 
had too nruch to drink in Decanber. 1983. She in:li.cates that she drinks beer 
or wine, approx:imate1y three drinks once a oonth. sre states that she no longer 
SllDkeS marijuana, Which makes her "par-amid". She admits that she has tried 
cocaine twice. On SKIL Scale, she irdicates that she has "hangover s~toms" 
once a mmth. 

FAMILY & PEER RE-!"ATIONSHIPSZINTERPERSONAL SKILLS-

Cc:ndidate was raised by both parents. Asked to describe her father, she responded, 
"Ioon't krlcw. He could be my husband." She says. of her IOClther, "She did the 
beating". Apparently her ootller had a tanper, arxi candidate irdicates that she 
had "a 10t of disagreements with her" as she was growing up. She irdicates that 
her ootoor used to tell her to "3kM down" (''when she could catch ne.") Candidate's 
sister was in trouble with the law and was sent to Job Corps. Candidate was married 
for a year, but her 'husbarxi, she says, was jea10us of her daughter, arxi they 
didn't get a1or~. She has a child of 5 an:l arother of 8\. She irdicates that 
she has 3 close friends arxi a boyfriend whom she has known for 3 years. When 
asked if she has enemies, she responded, "I don't kncM. Probably I do," 
Soo states that when she is angry she will "pace around,keep talking, holler, and 
yell." 

ILLNESS/HEALTH CONCERNS/PHOBIAS/DEPRESSION/tJNUSUAL EXPERIENCES-

Candidate admits that she is sonetimes depressed for a day at a time. At 
these times soo likes to "lay dcMn", watch T.V. or read a book. She in:licates 
that she is sonetimes anxious and that she ''worr(ies) a 1ot". She admits 
that she is "always on the go." On SKIL Scale, she irdicates that she 
"overreacts". feels like crying arxi has "uneJ<Plained IOClod changes" once a IOClnth 
She indicates that she has nausea, rashes and diarrhea once a oonth, also. 
She indicates, in interview, that she often consults a doctor when she has 
a co ld, sore throat and body aches. 

SUMMARY STATEMENT-

This is an extreroo1y restless individual with poor control of her impulses. 
She may be an excessive drinker. Her poor ~rk adjustment arx:I her background 
of interpersonal conflicts suggest sre represents a poor risk for law enforcement 
~rk. Unless there is strong evidence in rer favor, do rot reCXXlIIV:!n:l. 
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Appendix G 

Followup Study of Job Status for 1023 ~ired 
Candidates according to Psychological Ratings (all male) 

Expected rate of 
Ps~ch. Rating Resign/Term based 

on hire rate 

1 (no concerns) 

2 (minor concerns) 

3 (serious concerns) 

4/5 (very serious 
concerns) 

Total 

20% 
(200) 

38% 
(393) 

29% 
(292) 

13% 
(138) 

100% 
(1023) 

so 

Actual 
Resisned 

22% 
(71) 

43% 
(136) 

26% 
(81) 

9% 
(28) 

100% 

(316) 

Actual 
Terminated 

9% 
(5) 

26% 
,(14) 

39% 
(21) 

26% 
(14) 

100% 
(54) 



USE OF THE CHAPIN SOCIAL INSIGHT TEST 
DURING POLICE PRE-EMPLOYMENT EVALUATION 

H. Wayne Light, Ph.D. 

Pre-employment police testing is now mandatory for 
the state of California and other states are drafting similar 
legislation. This legislation mandates that each applicant 
be assessed for emotional stability. 

Although the typical police pre-employment psy
chological evaluation often consists of several personality 
evaluations, intelligence testing, etc., actually measuring 
social insight as an independent trait is rarely done. 
Chapin defines social insight as: 

The ability to evaluate others and to foretell 
what may occur in interpersonal and social 
situations. 

The ability to understand what others may do appears 
to imply that an individual may understand proper 
behaviors to bring about changes in others, In his manual 
Professor Chapin put this matter another way: 

We begin with the working hypotheses that 
social insight is the ability to recognize this 
principle in a give situation: (1) the existence 
and operation of specific substitute responses 
such as projection, rationalization, regres
sion, sublimation, transference, etc.; and (2) 
the need of some specific stimulus to adjust 
group conflicts or tensions, such as a 
humorous remark to relax a dangerous inten
sity, a suggested compromise to attain tem
porary agreement, a face-saving remark to 
avoid embarrassment and and to preserve 
status (to leave a loophole, a way out, etc.), 
or to discover the missing part required to 
complete a pattern of thought (Manual for 
the Chapin Social Insight Test). 

The above skills may be an asset for an individual 
working as a police officer and it seems reasonable to 
access this area. 

In 1980 through 1983 the author administered 100 
Chapin Social Insight Tests to entry and trainee level 
police officer applicants. Ages ranged from 18 to 42 
years of age with the mean age of 25. Academic grade 
level showed a mean of 13.6. 
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THE CHAPIN TEST 

The Chapin Test of Social Insight was first published 
in 1942 (now published by the Consulting Psychologist's 
Press, Palo Alto, California). Chapin tells us that he 
initially prepared 45 items using case histories from con
ferences, therapy, individuals and other sources. His final 
test consisted of 25 items presented in a reusable situa
tions booklet and an answer sheet in which four options 
are given as choices. The respondent is asked to consider 
each situation on its own merit, reassuring the applicant 
that there in no right or wrong answer. There is no time 
limit fDr the test administration and the respondent is 
given no further guidance. 

Chapin uses the following sample in his manual and 
also on the cover of the Situation Booklet: 

Mr. Asher, when told an acquaintance had 
purchased a new automobile, was heard to 
criticize him very strongly for spending so 
much money for a car when he probably could 
not afford one. Not long after this incident, 
Mr. Asher himself bought an expensive new 
automobile. About the same time he placed 
another mortgage on his home. Why did Mr. 
Asher criticize his acquaintance for an act 
he, afterwards, performed himself? 

a. Becau!>e he probably had "money left 
to him" upon the death of a near rela
tive. 

b. Criticism of his acquaintance got rid of 
"an uneasy feeling" about something 
he contemplated doing himself. 

c. His acquaintance was probably an 
unsafe driver. 

d. In sections of the country long settled 
and in which Mr. Asher lived, most 
houses were heavily mortgaged. 

Standardization was complete using a criterion of con
trasting the responses of 100 high scoring and 100 low 



scoring subject. Chapin then weighted the items in accor
dance with their differentiating power. Some items earn 
a score of one point, some two points, while others earn 
a score of three points. 

PRESENT STUDY 

As previously mentioned, administration of the Chapin 
Social Insight Test as a matter of routine police pre
employment screening was initiated. The ftrst phase of 
this study is to determine current mean scores, standard 
error of the mean and standard deviation. A later study 
is landed to rate scores on this evaluation against super
visor comments and ratings. 
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Below it the current status of this study which consists 
of initial statistical analysis. Until later portions of 
research are completed, no assumptions have been made 
as to the validity or predictability of the Chapin Social 
Insight Test in police offtcer pre-employment screenings. 

Standard Standard 
Number Mean Error Deviation 

Poli ~e Applicants 100 22.34 .53 4.02 
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THE K SCALE (MMPI) AND JOB PERFORMANCE 

Bob Nelli. Ph.D. 

Supervisors in a suburban police department rated .til 

unselected sample of officers on performance (n =: 12). 
This sample contained and unexpectedly high number of 
individuals with high uk's" on their MMPf's. Two deci
sion rules (Goldberg and Classification) were investigated 
as to their usefulness in predicting job performance. 

Findings indicated k and k addition MMPJ scales have 
little correlation with performance; however, the decision 
rules investigated in this study have n significant correla
tion with k added scnles. There was no significant corre
lation between performance ratings and hiring decision 
rules. 

The purpose of this article is to investigate unusual 
elevations of the k scale on the Minnesota Multiphasic 
Personality Inventory (MMP[) and sub!lequentjob perfor
mance of suburban police officers. 

The selection of pol icc officers i~ complicated for many 
reasons. Defining "suitability" for police work i!l Mill 
more of an art than a scicnce. The work of Mtl/ara;:;:o, 
Saslow alld Weill: (/964 J utilized a team that included 
psychiatrists and psychologists to derive risk statements 
about applicants based on traditional clinical diagnostic 
models. Both the models employed appeared to suggest 
that "clinical fragility" contributed to conclusions or high 
risk. 

Costello (1976J in another ~creening e.xperimcnt. asked 
experienced clinicians to sort MMPI profiles into two 
groups (high ri~k-Iow risk). A~ might be expected. the 
clinicians had diffcrent decision rules and concentrated 
on different clinically important cOl11binntions of scales 
as they saw them for their decisinn. They had an agree
ment coeflicient of reliability for placements for only 60 
of the 92 profile". Costello concluded that ,~elccti()n sys
tems must be validnted on a department by departmcnt 
basis because departments are unlikely to have similnr 
decision rules for arriving at placement. 

Bartol (1962) investigated psychological charactel'is
tics or small town police officers using MMPI dbta and 
collapsed categories of above average groups us well as 
un average group. He also lIsed n c(Jllege control group. 
The l-test revealed significnnt differences between grollps 
on the k 1lcule and four other scale~ (I'd, MF, Pu, Mill. 
Police scored higher replicating Matarazzo vt. (II (1964), 
Mills N. al. (1964) alld OO/l('SIIUlI/ (/975) who studied 
urbnn police. The k scale identified examinees who deny 
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psychopnthology and try to represent themselves favora
bly. This kind of dissembling dynamically appears to 
relate to attempts at adequacy, control and effectiveness 
as it is commonly acccpted in the police culture. "Best 
foot forward" techniques so often used by job applicants, 
universally by police applicants and those in civil life, 
undoubtedly playa part in the raising of the k scale. Just 
how much a part this temporary job seeking role plays 
remains under investigntion. A major linding of the 
former study was that the MMPI does have a part to play 
in differentiating between small town police omeers who 
perform satisfactorily on the job as judged by department 
!'!uperiors and those who do not. Police candidates were 
more guarded (elevated k), but when defensiveness was 
controlled for only the officer's tcnucney !<) feel more 
physically confident (Hs scale) emerged as signilicant. 

Mvriaf/ (1980) looked at tl.e validity of the MMPI 
differentiating acceptable and unacceptable police offic
ers. An index rationally deriveu WaS not much better than 
chance. The low base rate of un accept abIes in the selected 
department could well be a reflection or the hesitancy to 
pinpoint ways ClIrrent ()fficer~ arc unacceptable to their 
superiors. 

Variolls indices have been used for selection. including 
the Goldberg index. to difTerentiute between groups of 
officers. CosteI/o (/982) divitled officers inW three 
groups: acceptable. intermediate and unacceptable. 
AccepLUbles versus unneceptable could be differentiated 
at a high level of confidence. He concluded that police 
()rncer~ m'e II heterogeneous population and that a number 
of predictive indices arc required to ~elect appropriately. 
The Ooldberg index worked well with (l!! nmny as 25~r 
ofa targct popUlation and thus is useful us un curly screen. 

In the Sax/! tllld IMs('f' article (1976) the mean MMPI 
profiles or police upplicants were found to be highly 
homogeneoLls and to be significalltly deviant from MMPI 
"normals" in consistent dircetion~ lhel'cby suggcsting the 
exiMel1ce of distinct pcrsonalogical variable and work 
needs among urban police npplicnnts. A prior MMPf 
study done by lvlills, McDe\'itt & TWlkillS, (/964) had 
only patrolman recruit!! compared on MMPI profiles. Tile 
Saxe lind Reiser study compared applicants who became 
slIccessful Los Angele!> police department officers und 
were different from applicants who fuilcd the exum and 
different frum those who passed but were unsllccessful 



after selection. The authors tentatively concluded that 
candidates select themselves for police work because of 
preexisting traits. 

[n this study differences were all within "noro1al" range 
and too small in tenns of clinical standard scores to have 
meaningful utility in selection of applicants. This study 
points out the danger of using test nonns developed by 
one sample to predict the behavior of another sample 
from different population. 

Another study. Sehoenfteld et. at. (1980) explored the 
inter-reliability of two experienced selection judges using 
the MMPr and decision rules through a simulated selec
tion procedure. As might be expected, the judges selected 
markedly different selection strategies and disagreed on 
nominal placement in two classes in about one third of 
the cases. Neither judge was more accurate than the other 
despite different strategies. They could not improve their 
overall individual performances when collaborating. This 
study concluded that the criterion variables required 
improved definition before research on valid predictors 
could be undertaken. 

The use of the MMPI in selection is not limited to 
police departments. Rlleh and Rueh (1967) investigated 
the k factor as a suppressor variable in predicting success 
in selling. Five MMP[ uncorrected scales usually subject 
to the k correction differentiated significantly between 
the criterion groups in the expected direction. Within the 
sample. salesmen from beverage sales to business fOrolS 
were cast into upper and lower criterion groups based 
upon sales managers' ratings. The k suppressor variable 
applied as directed in the publisher's manual decreased 
validity of selection. 

All of these studies point to conflict in the research 
:inding concerning the validity of the k factor as a poten
tial selection tool for police applicants. In this study both 
k corrected and non-k corrected scales were employed 
with standardized perfonnance ratings of the individual 
officers in question. An unselected sample consisted of 
12 officers (II male, I female) who had survived up to 
two years in the suburban department. An unusually large 
percentage of them had elevated kscores (see Table I). 

'fAilLE l. FREQUENCY IlISTRIUUTION 010' MMI'I SCALE SCORES 

1·.I('ort' 

40 
44 
46 
50 
53 
56 
60 
66 

Scalel. 

Freque/lcv 

Scale I (lIII('fIrrc('leli) 

/"re'ore 

40 
42 
44 

Frl'l/uencv 

7 

2 

t-SClJrt' 

46 
48 
50 
51 

ScaleF 

Prt'que/l('v 

4 
5 
2 

Sralc I (correc/I'cI) 

t-,H'(lre 

41 
44 
48 
49 
50 
52 
"07 

(irl'I/IU'/II'V 

2 , 
Smll!,l Sm/e4 (llIll'orrt'rtl'(l) 

t -score "'re/fll/!/Iev 

44 
48 
4<) 
51 
55 
56 
60 
62 
64 

I-sccm! 

.17 
4O 
42 
45 
50 
:;,1 
58 
63 

(orl'I/III'm"v 

2 

" 1 
I 
I 
I 
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I-fcor,' 

57 
61 
62 
67 
68 
70 
74 
75 

41 
44 
45 
47 
48 
5~ 
,~6 

SC(I/eK 

S('(I/e2 

Frt!qlle/l(V 

3 
2 
2 

Preqllt'm:v 

3 
2 
I 
1 
J 
1 
I 

S(,(I/1'4 (carrec/eli) 

hfC'llre 

4,1 
46 
50 
51 
55 
,~7 

60 
M 
65 
74 

"reI/I/I'IIrJ' 

2 
2. 



TABLE .1. FREQUENCY DISTRIBUTION OF MMPI SCALE SCORES-continued. 

t-score 

43 
45 
47 
49 
51 
57 
58 
73 

Scale5 

Frequency 

I 
I 
I 
2 
I 
2 
J 
2 

Seale 6 

t-score 

35 
4\ 
53 
56 
59 
65 

Scale 7 (uncorrected) 

Freqllency I-score Freqllency 

I 36 
2 38 2 
3 39 6 
4 41 I 
I 42 I 
I 43 I 

Scale 7 (corrected) Scale 8 (uncorrected) Scale 8 (corrected) 

I-score Frequency I-score Frequency (-score Freqllellcy 

42 2 38 2 44 2 
48 1 40 4 50 
50 2 4\ 5 52 I 
52 5 43 I 53 2 
58 I 55 2 
60 1 57 

59 2 
61 I 

S,'ule 9 (ImcorrecledJ S,'a/c 9 (correc/ed) Sca/eO 

/-s('Ore Freqllt'ncy (-srore 

SO S.1 
52 5 55 
54 I 58 
59 2 60 
61 6.3 
66 :2 65 

70 
73 

The selection of police off1cers is not an aClidemic 
topic. Perr (1983) has commented on the elaborate 
system used in the State of New Jersey and notes that 
there must be, "a right to a fair and reasonable appraisal 
and job accessibility. If examiners act in an arbitrary or 
shoddy fashion. then there must be a reasonable system 
to oversee the process." The State of New Jersey created 
the Medical Review Board to act as advisor to the Civil 
Service Commission. Perr noted that in a nine year period 
almost 50% of the applicants were upheld although they 
had been rejected for mental unfitness. Perr notes that 
there is always a danger of uncontrolled application of 
psychiatric or psychologic "power" and the Review Board 
acts as a fair and honest overseer of uniform public 
employment policy. 

METHOD 

AlI of the subjects were taken from a small suburban 
police force. There were 12 subjects, 11 male and I 
female. They were all active patrol ofl1cers who were 
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Frequency '-SCOrl' Frequcncy 

2 32 J 
2 34 I 
2 37 5 
I 38 2 
I 44 
2 46 

50 

monitored for on the job perfomlUnce using a standard 
procedl're introduced two years ago. (See appendix for 
examples). Each performance ratings represents 10 areas 
of job performance which a supervisor periodically rates 
each officer on. These ratings were done for either a 
three month or six month time period. Each officer had 
also taken an MMPI as part of the hiring process. 

All officers having both a performance rating and a 
prior MMPI were used for the study. The most recent 
performance rating was lIsed as it was felt that this rated 
the most experienced portion of the officer's tenure. All 
ratings appeared homogenous. however, no reliability 
checks were made. These ten performance rutings were 
also summated to get an overall performance rating. 

The MMPI scales used included the validity scales (L. 
F I K) and the ten standard scales (1-0) using k corrected 
and Uncorrected T-scores. 

Two MMPI decision models used in screening police 
applicants were also investigated, These are the Goldberg 
and Classification r methods (See appendix for formulas). 

The statistical runs were made on n Control Datu Cyber 



Series computer using SPSS (Statistical Package for the 
Social Science) software version 8.3. The runs made 
were: 1. Frequency distributions. 2. regression of MMP[ 
scales against overall performance 3. regression of the 
Goldberg decision model against overall performance 4. 
regression of Classitication I decision mode against 
overall performance and 5. Pearson correlation of all 
elements with all other element~. 

DISCUSSION 

The re.,earchers were surprised by the frequency of 
high k scores for many candidates. (see Table 1). Other 
police p.,ychologbts il1 the Twin Cities metro region also 
noted thj~ clinicu~ tinding. 

Ded.,ion rule .. used in hiring have no significant cor
relation with any of the performance scales. One possi
bility for thj~ finding is after acceptance the decision 
ntle~ are no longer effective in differentiating between 
"uccc~sful officer!>. There arc a number of possible exp
lanations and certainly homogeneity of the population is 
among them. The decbion rules correlate highly with k 
added .. calc ... particularly th(}~e scales which k contributes 
mo .. 1 (Pt + k. Sc + kl on deci.,ion rules and performance 
have lillie in common. 

The rating .. in general have a low correlation with 
MMPJ 'icab. The performance .,cores had little correla
tion , .. tth k or k added. The correlation il) much higher 
with ... cule .. when there i .. no k contribution. 

The ded"lIln rule .. correlate highly with the L scale. 
They ah\l I.'orrc)atc highly with Pa and neglllivcly with 
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Si scale. Where the pattern existss the correlation is high 
with L, Pa. and Si. The decision rules correlate ;highly 
with Pt + and Si + k. The higher the L scale the more 
likely the person is to be rejected. 

Pa is an index of rejection. Highly extroverted people 
are nollikely to be selected in favor of more introverted 
individuals. In perfornlance standards. skill level and 
judgement are associated with D. As might be expected 
the F scale correlated with skill level and judgement 
negatively 

One of the benefits of the research is that it appears 
that officers who are rated high on performance are more 
guarded about revealing themselves than are unsuccessful 
officers. As might be expected officers who endorsed a 
large number of unusual responses are likely to get 
marked down on skill level and judgement. 

The elevation of the L scale apparently relates to guar
dedness about revealing oneself as well as "best foot 
forward." This finding closely parallesl Bartol's (1982) 
finding that police candidates as a group were found to 
be more guarded than the college male control group. 

Echoing Saxe and Reiser ( J 976) a predictive validation 
study using the success group as one basis for police 
selection would have to be established in order to confirm 
the discriminative value of the MMPr in police selection. 

Obviously a larger number of individuals are needed 
before any firm conclusion can be made. As with all 
small samples. both error and artifactual variance can 
quickly cloud true variance. However. most police 
departllients in various regions of the country would have 
to participate in research to deteremine the discriminative 
value of the MMPI in selection. 



Table 2. CORRELATION MATRIX OF MMPI SCALE SCORES WITH PERFORMANCE RATINGS AND DECISION RULES. 
PEARSON CORRELATIONS/SIGNIFICANTS ( ). 

L F K J+K 2 3 4 4+K 

Attendance 

Per. Con. 

Skill Lev. ·'.55 .55 .61 
(.032) (.033) (.0 l7) 

Judge. -.64 .89 
(.012) (.001) 

Traffic En. 

Patrol Act. 

Report -.62 .05 .66 .56 
COI5) (.05) (,001) (.029) 

Dedication 

Equip. Care 

Grooming ••. 51 
(.044) 

Overall .64 
(.01) 

Goldberg 76 
(007) 

Classification I .60 .58 .68 
(.019) (.025) (.007) 
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Table 2. CORRELATION MATRIX OF MMPI SCALE SCORES WITH PERFORMANCE RATINGS AND DECISION RULES. 
PEARSON CORRELATIONS/SIGNIFICANTS ( )-l~lItiIlUed. 

5 6 7 7+K 8 8+K 9 9+K 0 

Attendance .56 
(.03) 

Per. Can. .69 
(.O(m 

Skill Lev. 

Judge. -.59 
(.022) 

TrafftcEn. "- .54 
(.0351 

Patrol Act. 

Report -.56 
(,03) 

Dedication .57 
(.028) 

Equip. Care 

Grooming 

Overall 

Goldbc:rg .83 .57 .55 -.62 
LoolJ (.025) (.032) (.016) 

ClassificlItion I .58 59 .63 .50 -.68 
(.024) {.OW ('014) (.049) (.007) 
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APPENDIX 

The "Goldberg Imlex" is a simple linear composite of 
MMPI scale scores (L + Pa + Sc - Hy - Pt). 

"Classification I" 

Group I (All required to classify) 

L~63 
K~62 (Raw.:::17 
Land Knot both;:=.62 
N Scales:;:.70 = 0 
N Scales;:=.65~2 
N Scales;:=.60~5 
2 and 4 not both;:::65 
4 and 9 not both;:=.65 

Group J[ (All,)' will classify) 

L:;:.65 
K:;:.64 (Raw;?.22) 
Land K both;?.62 

Group III (Any will classify) 

5;:=.70 
9;:=.70 
2 and 4 both;:=.65 
4 and 9 both;:=.65 
N Scales;:=.65;:=.3 
N Scales;:=.6Q;:='6 

Police Patrol Officer Work Progress R~port 

Attendance 
Personal Contact 
Skill Level 
Judgement 
Traffic Enforcement 
Patrol Activity 
Report Writing 
Dedication 
Operation/Care of Equipment 
Grooming/Dress 
Overall Performance 

POLICE PATROL OFFICER 
WORK PROGRESS REPORT 

Attendlnce 2 3 4 
--.--.---,,,,.~,,,,.~----=---.....----

Personal Contactl 2 3 4 

- ",-""-~""<",~~~-"""'~p~-"" .. ...,."",,,-.. ..... .,,.,, 

Sklllle"eJ 2 3 4 

~~--".----

Jlldgel1lant 2 3 4 
---.... ~""-"<---,~"'""'~-""-""'.",-"' ... -

Traffic Enforcement 2 

Patrol Activity 

Report Writing 2 

Dedlcltlon 2 
-"""""7"-'--'-~"<"~~' -,~ .• ,. ~" 
Operation I Case 

Equl':1ment 2 

Grooming I Dress 2 

COMMENTS: 

3 4 

3 4 

3 4 

4 

3 4 
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outstanding 

5 6 7 8 9 

5 6 7 8 9 

5 G 7 8 9 

5 6 7 8 9 

5 6 7 8 II 

5 6 7 8 9 

5 6 7 8 9 

6 7 8 9 

5 6 7 8 Ii 



adhering to professional guidelines, clearly expressing 
the limitations as well as the advantages of psychological 
screening, and providing evidence that supports every 
individual hiring decision, mental health practitioners can 
help to reduce a law enforcement agency's liability and 
expense in the sensitive area of personnel selection. 
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EFFECTIVENESS OF THE MMPI IN DIFFERENTIATING IDEAL FROM 
UNDESIRABLE POLICE OFFICER APPLICANTS 

James H. Shaw. Ph.D. 

Because of the discretion allowed by law. a law enforce
ment officer is the single most powerful person in the 
Criminal Justice System. No other individual has the 
unilateral authority to deprive other citizens of their 
freedom an/or property and is allowed to use physical 
force to enforce their directives, to the point of taking a 
life, as the result of non-compliance. 

With such immense power. it is incumbent upon the 
employing agency to hire only those officers who have 
the ability to be productive. to work effectively and to 
properly utilize their discretion. On the other hand. the 
employing agency must also attempt to eliminate those 
applicants who will be unable to handle this responsibility. 
The psychological testil1g of law enforcement officers 
has an appropriate role in the pre- employment process 
to identify those applicants who are unable to manage 
their authority. 

Lefkowitz in fact, found that nearly one-half of the 
citizen complaints against the police were due to incidents 
which were related to the abuse of their discretionary 
power. 

Rankin in one of the first studies to discus.; the person
ality patterns of police applicants, hypothesized that any 
overly neurotic or psychotic applicant had probably 
dropped out of the applicant group because of the long 
period of time between the civil service examination and 
the psychological screening. However, he noted that of 
161 police officer applicants he tested, 25% were rejected 
on a psychiatric basis in which he classified them as 
latently borderline psychotic, inadequate personalities. 
schizoid personalities, schizoid personalities or paranoid 
personalities. 

The 1967 Kerner Commission recommendation that 
all police officer applicants be psychologically evaluated. 
documented the value of this procedure, which until that 
time had been utilized by few law enforcement agencies. 

The issue of the need to psychologically screen police 
officer applicants is very clear and has never been seri
ously questioned. The paramount issue in the screening 
of officers concerns which methods are the most reliable 
and valid. Both the effectiveness of the tools and 
methodology have been widely debated and while ~pecific 
psychological tests have been found to be highly reliable 
by on researcher, another study will conclude the same 
test, on a similar applicant group, had no predictive value. 
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In setting'the standards for police selection. Brereton 
indicated that in many instances "standards" are set in 
an a-priori, non-empirical fashion. He points out one 
problem with this approach is that it is based on the 
notion that the function of the screening process is to 
identify and eliminate emotionally unfit applicants. He 
saw this as a limited notion at best as it does not follow 
that the non-observance of pathological character traits 
is an indicator that the applicant will be a successful 
police officer. nor does it follow that the identification 
of certain pyschological traits is a reason for rejecting an 
applicant. 

Mills pointed out that the personality inventory exami
nation has been standardized on different populations 
from that of the police recruit and that extrapolation from 
the standardized group to the police group was question
alble. 

Levy voiced a concern that rejecting the applicant who 
is emotionally unstable is not as effective in eliminating 
the high risk as would be the elimination of the emotion
ally unsuited. She concluded that we have not determined 
what constitutes emotional suitability for law enforce
ment. nor have psychological tests and psychiatric inter
views demonstrated much predictive value. 

As of this writing. the author is unaware of any instru
ment which has been specifically designed for selecting 
police officers and which statistically has been proven to 
be of value, However. many clinical tests such as the 
Minnesota Multiphasic Personality Inventory (MMPI), 
16 PF. California Personality Inventory, Edwards Personal 
Preference Schedule, Thematic Apperception Test and the 
Rorschach are used routinely for police officer selection. 

Murphy found that 36 different personality tests were 
being used in the police officer selection. He reported 
48.75% of law enforcement agencies who utilized 
psychological evaluations of police officer applicants 
used the MMPI as part of the evaluation to determine 
emotional competency for police officer applicants. 

He also confirmed earlier observations that there was 
an obvious weakness in the methods currently used for 
selection. as these tests are clinical instruments designed 
for u!,e in the diagnosis of emotional disorders and none 
had been properly validated on police populations. 

Bums comments that the MMPI is being researched 
at the rate of 200 articles, books and these per year and 



stilI is the same inventory which was published in 1943. 
However, this concentrated research on the MMPI has 
not resulted in consensus among psychologists as to what 
it can and cannot do and the inventory is probably just 
as controversial, if not more so, than it was ten or twenty 
years ago. 

However, there are indications that a psychologist who 
is familiar with the demands and responsibilities of a 
police officer can effectively utilize clinical data in 
making those predictions. Because of the nature of the 
infomlation a~ailable, most psychologists tend to make 
their predictions based upon negative indicators which 
surface during the evaluation. 

This study evaluates the effectiveness of the MMPI in 
differentiating ideal from undesirable officers based upon 
the MMPI profile obtained at the time of employment. 
The study was conducted with police officers employed 
by an agency having responsibility for providing law 
enforcement services to a population exceeding 500.000 
citizens. 

The MMP[ was developed as a personality inventory 
which would identify traits which are commonly charac
teristic of persons with disabling personality abnor
malities. The format used in this study, consists of 566 
questions printed in a test booklet to which the subject's 
responds to the true and false questions by recording their 
responses on an answer sheet. 

The MMPI questions vary widely in contents, covering 
sllch areas as physical symptoms, sexual adjustment, 
family relationships and symptoms of neurotic or 
psychotic disorders. 

Some MMPI validation research has been completed, 
however, much of it has had significant naws in the 
research design such as those described below: 

I. Lack of specific and effective job performance 
indicators upon which to base conclusions. 
2. Lack of an adequate rating system to document 
job performance. 
3. The pre-employment elimination of questionable 
applicants based upon the psychologist's or psychiat
rist's personal bias in the interpretation of the MMPI 
during the pre-employment evaluation. 
4. A lack of consistency in the agency treatment of 
applicants, recruits and police officers. 
5. Failure to obtain adequate research samples in a 
setting where variable have been closely controlled. 
6. Failure to gather data over the time frame necessary 
to determine the career success or failure of an officer. 
7. A lack of replication of studies. 

This study was designed to eliminate many of the prior 
research deficiencies through the following research 
design: 
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1. Use of an adequate number of applicants. 
2. Requiring at least three years of employment as a 
police officer with the same department before being 
considered for this study. 
3. Avoiding pre-employment rejection of applicants 
based upon the results of the psychological data. 
4. Standardization of the department selection, 
training and career development program for officers 
included in this study. 
5. Selection rater who had an in-depth knowledge of 
the job performance of each officer. 
6. Development of a rating system which would elimi
nate both positive and negative halo in raters, which 
is job related and easily understood. 

No officer was included in this study who had not 
completed all aspects of the Department pre-employment 
process, graduated from the basic academy and been con
tinuously employed as a full time police officer for a 
period of at least three years. 

Applicants for police officer positions for the Depart
ment initially completed the civil service process which 
included a written examination, a physical agility test 
and an oral interview. 

The written examination has been changed over the 
course of this study, but it has generally consisted of an 
academic ability examination. The entrance examinations 
have not been formally validated against later success or 
failure of the officers who were employed as a result of 
their performance on the civil service examinations. In 
fact, a study on the predictability of the civil service 
ranking indicated a lack of correlation between the civil 
service scores and job performance with both the academy 
and the field training officer program. 

The initial step in the departmental pre-employment 
process involved the Department selecting the highest 
ranked applicant from the civil service register and begin
ning the background investigation process which included 
a medical examination, background investigation, polyg
raph and a psychological screening. 

The psychological screening included at least the 
administration of the MMPI, the Edwards Personal Prefer
ence Schedule and the Rorschach along with a comprehen
sive clinical interview. The results of the psychological 
screening were shared only with the applicant in an effort 
to avoid contamination of the research sample by creating 
a bias with supervisory personnel. Further, to avoid pre
screening the sample, only tow applicants were elimi
nated by the author. These two were psychotic and if not 
eliminated, they would have posed a serious liability to 
the Department. It should be noted, however, that 
numerous applicants who indicated signiticant psycholog
ical problems were eliminated as a result of the 



background and polygraph mainly because of theft and/or 
drug involvement. 

Upon employment, the new officer was assigned to a 
400 hour basic academy and completed a twelve month 
probationary period. During the course of this study, vir
tually no officers were terminated during the probationary 
period due partially to the Department having an ineffec
tive performance evaluation procedure, Because of this 
factor the Department evaluation was precluded from use 
in this study. 

The majority of terminations from the Department and 
all terminations utilized in this research, came as a result 
of unprofessional behavior or unlawful activities on the 
part of the officer. There were no officers terminated 
because of "production" levels. 

METHODOLOGY 

The names of the officers who were currently employed 
and had been continuously employed for at least three 
years, were placed alphabetically on a rating form which 
allowed only one of three supervisory ratings: undesirable 
officer, can not rate, or ideal officer. The raters were five 
supervisors holding the rank of captain or above who had 
been with the Department for at least sixteen years and 
who had supervised each officer included in the study. 
In order to minilllize rating error, the rater instructions 
were kept simple and requested the supervisor to rate 
according to the following: 

Undesirable Officer - an officer who you 
would not want under your comilland, In 
other words, this officer has significant job 
related problems and if the pre-employment 
sc;reening procedure were perfect, this officer 
would not have been hired or he would nave 
been terminated during the probationary 
period. 

Ideal Oflicer - an officer who you would 
highly desire to have under YOll command 
and one who mcets all your expectations as 
a truly superior officer. 

Can Not Rate - This officer does not fall 
within either the undesirable or ideal officer 
categories or you do not know him well 
enough to rate. The bulk of officers are 
expected to fall within this category. 

In order to further minimize rating error, each super
visor was requested to rate the oft1cers without discussing 
the ratings. The names of the raters were kept confidential 
and each rater was assured his ratings would be seen only 
the the author. 
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Upon return of the completed rating sheets, the rating 
of each officer was recorded according to the rating clas
sification. However, to be placed in either the ideal or 
the undesirable classification, the officer must have been 
given the identical rating by at least three of the five raters. 

The MMPI profile of those officers who had been 
terminated for cause during the study period were added 
to the undesirable officer category. 

The MMPI T-scores and the classification of each 
officer were place on machine readable forms and sub
mitted for statistical analysis. 

FINDINGS AND RESULTS 

This study confirmed prior research which indicated 
the composite MMPI profile of both the ideal and unde
sirable police officer did not significantly vary from that 
of the MMPI normative group. However, there were var
iations in the scales which appear to be accurate predictors 
of the prognosis for career success of police officer applic
ants which will be discussed below. 

The validity scales of the MMPI consist of the L, F, 
and K scales. The resulting T-scores on these scales gen
erally indicated a "fake good" profile which suggests a 
deliberate effort to look good and to deny any psycholog
ical problems. Of the validity scales, only K was found 
to be statistically significant in differentiating the ideal 
from the undesirable group. Statistically significant in 
this study results from a probability of less than .05. 

High K scorers arc seen as people who can not tolerate 
any suggestion that they are insecure, that they have 
difficulty in social relation<; or that they may not have 
their lives well- ordered and controlled. They are usually 
intolerant and unaccepting of unconventional or uneofor
mist behavior in others. 

The following clinical scales were found to be statisti
cally significant in differentiating the ideal and undesir
able group with a probability of less than .05. 

Hs: High scoring applicants are seen as 
complaining persons who generally handle 
their hostile feelings by making those around 
them miserable. They tend to be cynical, 
unambitious, stubborn and narcissistically 
egocentric. Low scorers on this scale are seen 
as alert, capable and responsible. 

D: This scale relates to immediate satisfac
tion and comfort in living. High scorers tend 
to be silent and retiring to the point they may 
be withdrawn. They are seen as aloof. evasive 
and timid. Low scorers arc seen as active, 
alert, cheerful and outgoing. 



Scale 

L 
p 

K# 

Pd: The Pd scale deals with general social 
maladjustment. High scorers show an appa
rent inability to plan ahead and a disregard 
for the consequences. Usually social relation
ships are shallow and strong loyalties are 
seldom developed. These people sometimes 
make a good initial impression but upon 
longer acquaintance, their behavior becomes 
more apparent. 

Typically law enforcement applicants have 
elevated scores on the Pd scale. This s~udy 
noted that 24% of the ideal and 42% of the 
undesirable group had T-scores above 60. 
There was further separation at a T-score of 
70 and above, where only 3% of the ideal, 
but 15% of the undesirable group scored. 

Pt: This scale is a general measure of anx
iety and self-doubt. High scorers tend to be 
obsessionally worried, tense, indecisive and 
unable to concentrate. Low scorers are usu
ally relaxed, self-confident and secure. Indi
viduals having marked elevations on this 
scale almost always exhibit an obessive-com
pulsive defense systems. 

Sc: High scorers almost always fell alien
ated, misunderstood and not a part of the 
general social environment. They tend to have 
fundamental and disturbing questions about 
their own identity and worth. 

The means and standard deviations of the 
MMPI scales for both groups are contained 
in Table 1. 

TABLE 1. MEANS AND STANDARD DEVIATIONS 
FOR POLICE OFFICER APPLICANTS 

Ideal Undesirable 
N=75 N=52 

M S.D. M S.D. 

50.2 9.4 51.6 6.6 
48.4 3.5 49.0 3.3 
62.4 8.0 65.5 7.9 

!-Is # 49.3 6.0 51.7 6.9 
0# 49.3 5.9 52.4 6.7 
Hy 56.1 7.1 56.9 4.9 
Pd IF 55.5 7.4 59.6 9.7 
Mf 54.8 7. I 54,9 7.0 
Pu 52.7 6.2 51.6 7.8 
Pt # 50.8 6.5 53.8 7.~j 

Sc # 51.2 6.2 55.0 8.1 
Ma 54.5 8.6 54.4 8.5 
Si 42.4 6.3 43.7 6.1 

# Significnntly different lit .05 level 
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The pre-employment MMPI Profiles of officers who 
retired because of a "mental" disability were also 
evaluated. The results provide some interesting data. For 
example, at the a T-score of 50 and above, a higher 
percentage of the retired officers were represented than 
with either the ideal or undesirable group on scales L, 
K, Hs, Pa and Sc. Further, they had it higher representa
tion at a T-score of 50 or below, on scales F, Hy, Mf, 
and Ma. 

Psychologists experienced in the use of the MMPI do 
not make decisions based upon a single scale, but upon 
the entire "profile" of the applicant. However, it has been 
noted that some psychologists will utilize only the MMPI 
profile in making employment recommendations. This 
approach, without benefits of an interview and analysis 
of other data, is questionable in its accuracy, ethics and 
professionalism. 

The accuracy of this approach was tested as part of 
this study by randomly selecting 15 profiles from each 
of the ideal and undesirable groups. The 30 profiles were 
coded and sent to seven clinical. psychologists who are 
experienced in the selection of police officers. The 
psychologists were given the following instructions: 

Enclosed are 30 MMPI profile sheets of 
police officer applications who have been 
employed as police officers for at least 3 
years. The profiles were taken at random 
from two groups of police officers who were 
recently rated by their supervisors as either 
ideal or undesirable officers. It is requested 
you review each profile and based upon your 
clinical interpretation of the profile, indicate 
on the enclosed rating sheet your prediction 
of each applicant developing into either an 
ideal or undesirable officer. 

Of the 30 profiles, all seven raters correctly identified 
only six profiles, but all the raters also incorrectly iden
tified five profiles. Of the seven psychologist, two had 
an accuracy rate of 60% one had a 57% accuracy rate, 
two were 53% accurate and two were correct only 50% 
of the time. 

SUMMARY 

It has been shown that certain scales of the MMPI 
have differentiated between ideal and undesirable officers 
when the sample is taken from one agency, the officers 
have had sufficient time to mature into their profession, 
the rating procedure is structured and the applicants were 
not pre- screened. 

Although the findings were not statistically significant, 
there were sufficient data from the "mental" retirement 



group to indicate the MMPI may well have utility in 
predicting those officers who could bEl expected to retire 
because of emotional problems. 

It was also shown that a group of experienced 
psychologists were unable to predict success of failure 
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more accurately than at a chance level when furnished 
only the data from the MMPI profile. This finding has 
real meaning for those agencies who utilize the MMPI 
but a psychologist does not actually interview each appli
cant. 
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CONFIDENTIALITY AND THE LEGAL ISSUES RAISED BY THE 

PSYCHOLOGICAL EVALUATIONS OF LAW ENFORCEMENT OFFICERS 

Barbara A. Weiner, J.D. 

This paper will discuss the confidentiality issues raised 
during the psychological evaluation of law enforcement 
officers. It will attempt to give the reader an under
standing of the legal issues in this context and distinguish 
between the role of therapist and that of evaluator. It will 
set forth some of the common dilemmas faced by 
evaluators in attempting to obtain information, and will 
describe what is essential to develop an opinion and report 
that can withstand legal scrunity either in an administra
tive hearing or a courtroom. The paper begins with a 
general discussion of confidentiality and its exceptions. 

THE IMPORTANCE OF CONFIDENTIALITY 

Mental health professionals have always accepted the 
notion that confidentiality is essential if a therapeutic 
alliance is to exist. It is considered the sine qua lion t for 
successful treatment and felt that without the person being 
assured of confidentiality it is likely that treatment will 
be prolonged at best; and at worst, make a thorough 
exploration of emotional conflicts impossible.2 If the 
person engages in long term therapy, he "lays bare his 
entire self, his dreams, his fantasies, his sins and his 
shames.,,3 

Often those who need mental health services are par
ticularly reluctant to seek professional help. In part, this 
stems from the stigma attached to being labeled "mentally 
ill" or "emotionally disturbed." Many of those who rec
ognize their need for mental health services also recognize 
the possible negative career, social, and economic con
sequences of seeking that assistance if it were to become 
generally known. These consequences can include the 
inability to be considered for a pcsiiio~ as a law enforce
ment officer, or the unlikelihood of being considered for 
a promotion. A past or present history of having obtained 
treatment for an emotional problem may lead to a denial 
of life insurance and social ostracism. Additionally, a 
history of having been treated for a mental illness can 
have adverse consequences in litigation in which the 
person is a plaintiff, defendant, or even a witness:' As 
one nationally expert respected in this area has pointed 
out: 

Because of the material disclosed to a 
psychiatrist includes information relevant to 
a patient's relationships to the whole outside 
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world, the psychiatrist becomes the 
repository of information valuable to many 
third parties, such as insurance carriers, legal 
adversaries, law enforcements agencies and 
employers. To the extent that such informa
tion is disclosed without the patient's consent, 
the reliability of the physician/patient 
relationship is eroded, and the abiliry of a 
physician to help his or her patient is 
impaired.5 

Understandably, the person entering into a therapeutic 
relationship expects that what he reveals to the therapist 
will be kept secret, Notwithstanding its being criticlllly 
important, confidentiality in the mental health setting is 
never absolute, Under certain circumstances the law 
demands that the therapist subordinate the confidentiality 
entrusted to him.6 In other instances, the professional 
ethics of the therapist himself may require him to reveal 
information.7 

PRIVILEGED COMMUNICATIONS 

"Privilege statutes" are the most common manifesta
tions of the states concern with protecting information 
revealed by the patient to the therapist. To encourage full 
disclosure to a therapist, these statutes provide that what 
has been disclosed in the therapeutic setting cannot be 
revealed without the patient's consent. However, 
"privileged communications" refers only to information 
that is at issue in litigation. 8 The matter of privilege only 
arises when the bearer of the privileged communication 
is asked a question that would cause him to divulge that 
information. These statutes do not govern access by third 
parties in the nonIitigation setting; each provides ex(;ep
tions as to when information revealed during the 
therapeutic relationship may be revealed in the courtroom. 

The concept behind privilege laws, is that certain 
relationships should be protected from disclosure in the 
legal setting. At common law, the attorney-client privilege 
was recognized, and today exists in every state. The 
notion is that a client should be free to discuss with his 
attorney all matters, without fear that it will lead to legal 
sanctions. Additionally, the priest-penitent privi.lege and 
the husband-wife privilege are now universally recog
nized. In almost every state there is either a physician/ 



patient privilege or a psychotherapist/patient privilege9 

which protects information revealed in the therapeutic 
setting. Yet these statutes are not without controversy, to 

and debate has occurred as to their merits. I I 
In each state that grants a privilege to protect communi

cations raised in the therapeutic setting, there are also 
exceptions specitied by statute to those laws,Most com
monly the exceptions arise in the context of of suspected 
child abuse cases, when civil commitment is sought and 
when the person raises his mental condition as a claim 
or defense in n civil or criminal proceeding. This would 
include, for example, child custody cases, personal injury 
suits. and workers compensation claims, as well as when 
one raises the insanity defense. Additionally, there is no 
privilege when a court-ordered examination occurs, and 
when the courts are called upon to determine the validity 
of wills. In those instances the therapist may be required 
to reveal, either through his notes and records, or through 
a deposition,m what he knows about the person in ques
tion. As a result of the numerous exceptions it has been 
argued that the exceptions swallow the rule. 12 

NONSTATUTORY PROTECTION 
OF CONFIDENTIALITY 

The primary providers or mental health Care- psychiat
rists, psychologists. and social workers are all governed 
by a professional code of ethics, each of which contains 
a provision emphasizing the importance of confidential
ity. n Although not carrying the weight of law, these codes 
establish standards of conduct that members of these pro
fessions are expected to uphOld. Por example, in 
elaborating on the principles of ethics adopted by the 
American Medical Association, the American Psychiatric 
Association states: 

Psychiatric records, including even the 
identification of a person as a patient, must 
be protected with extreme care ..• Because of 
the sensitive and private nature of the infor
mation with which the psychiatrist denis, he 
must be circumspect in the information that 
he chooses to disclose to others about n 
patient. The welfare of the patil:nt must be a 
continuing consideration. 14 

These ethical standards are instilled in the therapist 
while obtaining their professional training and provide 
the strongest source of protection of the information 
revealed by the person seeking treatment. In addition 10 

the elhic~ of the profession, it can be argued that both 
the common law and the constitutional right of privacy 
protects communications made to therupists. 15 
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8REACHES OF CONFIDENTIALITY 

There arc certain instances when a therapist will feel 
compelled to breach confidentiality. These most com
monly arise when (I) the therapist acts pursuant to the 
mandate of a child abuse reporting statute 16, (2) when 
the therapist deems it necessary to seek civil commitment 
of the patient,17 and (3) when there is a duty to warn 
others of potential danger from the patient. 18 

In addition to the therapist taking an affirmative action, 
the individual may voluntarily decide to waive the confi
dentiality of his records for the purpose of obtaining 
insurance benefits or in the employment· situation either 
to obtain ajob, return from a psychiatric leave of absence, 
or perhaps to obtain a security clearance. 

In those instances where the patient has signed a release 
ror information the therapist before revealing the informa
tion, should inform him of its substance and scope, 
thereby enabling the person to make an informed decision 
as to whether to authorize disclosure. The therapist should 
also apprise the patiellf of the extent to which disclosure 
might be detrimental to him, if adverse consequences 
indeed are possibility. Regardless of any limits imposed 
by the patient, the therapist is under an ethical duty to 
only disclose that information which is relevant to the 
issue raised, and nothing more. 

THE EVALUATION OF THE 
LAW ENFORCEMENT OFFICER 

The need for the psychological or psychiatric evalua
tion of a law enforcement ofticer may arise at a number 
of points in the employment process including: (I) as 
part of the screening process for hiring potential recruits, 
(2) when an issue has been raised about an officer's 
emotional stability to remain on the job, (3) when transfer 
is being considered to a particularly stressful job, such 
as a SWAT team, or (4) when an officer wished to return 
from disability leave. The rights of the person will vary 
greatly depending on whether they have been hired, their 
seniority, and whether the agency is operating under a 
collective bargaining agreement. 

The evaluation of someone who is a potential officer 
poses few problems. He has almost no rights, except not 
to be discriminated against in the hiring process, because 
of his race, sex, or national origin. He can be, however, 
discriminated against because of a past or present history 
of emotional instability. Even when hired, the recruit has 
few rights until his probationary period is ended. (n con 
trast, the officer who has been a member of the force 
beyond the probationary period may have many rights 



relating to the evaluation. Although he will be required 
to undergo an evaluation if ordered to do so by his 
superiors, either the agency directly or through a collec
tive bargaining agreement may have provided an elaborate 
due process procedure when the evaluation may lead to 
forced medical leave or termination from the department. 
The rights may state that an officer must release any 
previous medical or psychiatric records. or when these 
records may be kept confidential. They may permit con
tact of other members of the force or outside sources, or 
limit the contacts. The officer may have a right to read 
the report and formally dispute it. rt also may permit an 
attorney to attend the evaluation, or the use of an indepen
dent expert. Once the report is written and the recommen
dations are made, the agency will in all likelihood have 
a procedure if the officer desires to contest the recommen
dations relating to leave or termination of employment. 
It is essential that the psychologist who serves as (III 

evaluator for an agency know the rights the officer is 
entitled to during the evaluation process alld if (lctiolls 
are taken based Oil the evaluator's recommelldation. 

The Ey.lIuator vs. The Thernpist 

In order to opemte effectively in the law enforcement 
agency setting, the mental health professional, the 
agency, and any individual officer seen by the professional 
must be clear on what the professional's role is. More 
and more law enforcement agencies arc providing coun
selling to their employees either on site, frequently with 
programs to combat drugs and alcohol abuse, or through 
insurance coverage of services provided by mental health 
professionals. These people are acting as therapists. For 
them to be utilized and successful it must be clear, that 
although they are employed by the agency they are to 
serve the officer, and will maintain confidentiality. This 
role should not be confused with that of the evaluator
either in the mental health professional's mind or that of 
the agency. The mental health professional hired to pro
vide counselling should not be used for psychological 
evaluations. 

The evaluator, on the other hand, is a mental health 
professional who is the agent of the law enforcem(lnt 
agency. His duty is not owed to the individual who is 
being evaluated, but to the agency. The agency in meeting 
its responsibilities to the pub lie is trying to assure that 
all of its officers have the emotional stability to function 
in their role as protector of the public, and enforcers of 
the laws of our society. The evaluator is hired to respond 
to the needs of the agency, and thus the needs of society, 
for an emotionally healthy police force. 

99 

Obligations of the Evaluator 

Although the officer may know why he is being seen 
by the evaluator, the evaluator is under an ethical obliga
tion to explain to the officer his role. 2o He should 
emphasize that he is the agent of the law enforcement 
agency and what the goals of the evaluation arc. He also 
should lVarn the officer that anything revealed by him 
during the course of the evaluation may be reflected in 
his permanent file and may effect the outcome of the 
evaluation. 21 Although it may seem that this type of 
warning would result in officer's refusing to talk, usually 
the skills of the evaluator combined with the desire to 
be cooperative to either show how stable the officer is 
or to keep his position, usually negates the likelihood of 
the officer remaining silent. Emphasizing that the 
evaluator is not there to provide counselling protects the 
agency against charges thm it obtained information in a 
dishonest fashion. 

The Evaluation 

All evaluations done in the employment setting are for 
a specific purpose. Usually they are aimed at answering 
a specific question or series of questions such as: (I) 
does this individual possess the qualities needed to be a 
police officer? (2) is this officer able to effectively con
tinue in his job and carry a gun? (3) should this officer 
be permitted to return from medical or disability leave? 
or (4) is the problems this officer is complaining of, work 
related, and thus entitled to work related disability leave 
and compensation? 

To answer these questions the evaluator needs specinc 
information, usually focusing on the present or behavior 
over a relatively recent period, rather than a detailed 
understanding of the person's life. The evaluator will 
need to obtain sufficient infonnation to be able to render 
a conclusion that answers the question posed, and is 
defensible should the evaluator's recommendation 
become the subject of an administrative hearing or litiga
tion. 

SOllrc'{!S 0/ '"/orlllatioll 

In addition to speaking to the o nicer, the evaluator 
will ol'ten need to contact additional pe(lple to do a 
thorough evaluation. At the outset he may want to do 
some psychological testing to verify some impressions, 
01 gain a better understunding of the officer. He also will 
want a detuiled description of why the officer is being 
referred. This might include a cover letter as well as 



supervisor's comments, disciplinary records, perfor
mance ratings. Finally, the evaluator will probably want 
to speak with others who are aware of the offker's perfor
mance or past history. 

Where the individual has been under psychiatric care 
or was hospitalized for a mental illness or drug or alcohol 
dependence, then the hospital records will be crucial. 
These should only be obtained with a written release 
from the oflker. If he refuses. this may jeopardized his 
job - but the choice should be his. He may have some
thing he wishes to cover up, which is worth the risk of 
losing his job. If the officer has been in ongoing treatment 
or was treated in the recent past, a consent form should 
also be signed for the records of the therapist or to speak 
directly to him. Although many therapists will speak the 
minute you identify yourself with a police department, 
it is a violation of confidentiality and their own ethics to 
speak without n written consent, and without advising 
their client what they arc likely to reveal. 

It may also be useful to speak to family members such 
as a wife. Permission ,;hould be sought from the officer 
to do this. Although permission is not needed to speak 
to another member of the law enforcement agency, you 
may wish to advise the officer that you arc likely to 
contact partners, superiors, etc. He may desire this, on 
the other hand, he may not want anyone else to know he 
is being seen for such an evaluation. At that point the 
evaluator is in a difficult position because often the people 
who work with the ofticer can provide the most crucial 
information. The evaluator must make n determination 
with sensitivity to the needs of t1w individual officer, but 
remembering thtH his ultimate obligation is to the agency. 

Once all the materinl has been gathered, the evaluator 
needs to reach a conclusion with spednc recommenda
tions. This should be included in a report. 

rhe Report 

The way thc report is written is almost as important 
as having done a thorough evuluution. The report will 
contain the recommendations which will force the ad
ministratol's of the agency to make u decision regarding 
the individual officer. This decision could have drastic 
consequence5 for the individual such as not being hired, 
forced to tnke a leave of absence, or being temlinated 
frolll employmcnt. Even if no iml11ediatc action is taken, 
it will probable be placed in the officer's personnel file, 
and then might effect his likelihood of promotion. When 
negative eonSctlucnces OCCllr, it is probnblc thut the officer 
will be cntitlcd to an administrative review process, and 
if this IS unslIcccssful thcn it could rcsult in litigutio[\. 
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When writing a report the evaluator must remember: 
I. The report could become a central issue in an 

administrative or judicial hearing. 
2. The on1cer may have direct uccess to reud and 

huve a copy of the report. 
3. The officer may be analyzed by other mental 

health professionals who ure called into the matter 
on the officer's behalf, and who will reach a con
clusion opposite to your. 

For these reasons it is criticai that the report not only 
answer the questions posed, but do it in a manner which 
indicates the materials considered to reach the conclusion. 
should not only -be well thought out and documented, it 
should be articulated clearly and concisely. Hopefully, 
the answer is clear to the question posed, thus permitting 
a strong report to be written in support of the evaluator's 
opinion. 

UNIQUE CONFIDENTIALITY AND 
ETHICAL ISSUES WHICH ARISE IN 
THE EMPLOYMENT EVALUATION 

It is important to reiterate that the evaluator is not a 
therapist, at least not for the officer being seen, and thus 
the rules of confidentiality which apply in the therapeutic 
setting will not apply in the evaluation setting. For this 
reason there are a number of issues which are frequently 
encountered when evaluating law enforcement officers, 
which merit discussion, although clear cut answers are 
not forthcoming. 

a) The Officer Rending the Report 
If it is likely that an officer gets to read a report, this 

is probnbly done with him receiving a copy from someone 
in the administration. Although you may have concluded 
that the officer has serious mental problems and labeled 
him with a major mental illness, he will read the report 
with no mental health professional to explain its meaning 
or the implications, Therefore it is advisable when writing 
a report, not to use psychiatric labels unless they are 
meaningful and necessary. For example there is probably 
no point in describing someone as neurotic, but there is 
a great deal of reason to describe someone as a manic 
depressive. Although not being asked about treatment 
recommendntions, whenever you believe there is an ill
ness that would benetit from treatment, this should be 
included in the report. If its an illness that can be treated 
with medication, then suggest the person see a psychiat
rist who can address both the thernpelltic nnd medication 
needs of the ofticer. 

The ideal would be for the law enforcement agency, 



when releasing the report, to have the evaluator explain 
his findings and their implications to the officer. Although 
ideal, this is unlikely to occur in most instances. 

b) Protecting the Source of Information 
Frequently when making ancillary contacts, a cow

orker will only be willing to talk if he in not named, 
quoted, or in some other way identified in a report. Usu
ally the information they have to offer. particularly from 
coworkers is invaluable. However, if the matter goes to 
litigation, or if you depend on the information heavily 
to reach your conclusion you will be unlikely to keep 
your source's identity a secret. This poses a problem at 
the outset, because you may not be able to guarantee the 
source confidentiality and without this guarantee he may 
not be willing to talk. Even if your promise not to identify 
the source in the report, you may need to refer to infor
mation which was obtained that only the source could 
have known about. In cases of particularly disturbed 
officer, it is understandable why some sources' of infor
mation fear harm if it becomes known that they talked. 

As the evaluator you should make every attempt to 
disguise who the source is, if this is requested. However, 
if you think this is not possible then you need to explain 
to the source the problems you face, and that although 
you will not name him in the report, you need to rely 
on infonnation he has. which may be critical to the evalu
ation's outcome and assist in the running of the police 
department by removing unqualified officers from duty. 

c) Discovery of the Evaluator's Notes 
If the matter goes to litigation or even during the 

administrative process, it is possible that the evaluator's 
notes will be discoverable. This should be borne in mind 
as you arc making notes. If you have a good memory 
and only do a few evaluation, notes will not be necessary. 
However, if your memory is poor andlor you do many 
evaluations often the notes will be crucial. You may only 
need criptic notes to remind you of conversations. If you 
had promised to protect sources, then you should not 
have notes identifying the source specifically, with 
detailed descriptions of the conversation. 

CONCLUSION 

With the increased rights of law enforcement officers 
to collective bargaining agreements and with more 
ellnphasis on litigation in our society, it is critical that 
thl,' psychologist who becomes an evaluator for a law 
enforcement agency, understand his role, his limitations, 
and their legal implications. When psychological tests 
(lre used, they should be validated. When an evaluation 
is done it should be thorough enough so the evaluator 
feels confident in his conclusion and that his opinion is 
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defensible. The report should he written in a way which 
emphasizes the work which went into the evaluation and 
documents why the conclusion was inevitable. The 
evaluator must always remember that he is the agent of 
the IllW enforcement agency. not of the officer. Yet he 
is also a mental health professional and has an obligation 
to point out the immediate treatment needs of anyone he 
is evaluating. 
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COUNSELING: ISSUES AND PRACTICES 
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A TRAININGPROPOSAV, 
DEVELOPING SILVER-TONGUED OFFICERS 

Rick Bradstreet, Ph.D. 

For more than a decade we social scientists have been 
commenting on the importance of police officers develop
ing good communication skills (Goldstein et aI, 1979,' 
Klyver. 1983 .. Mallll, 1973 :Nelsoll, 1981.' Nielson & 
Shea. 1982; Reese. 1982,' Romano, 1981,' Topp, 1982). 
It seems obvious, at least to us, that being able to talk 
effectively with upset or wary people is equally important 
as learning marksmanship or memorizing parts of the 
Penal Code. 

There are many sound reasons for emphasizing training 
in communication skills. Some of the major reasons are: 
I. Police officers spend the majority of their time answer
ing calls that require mediation and negotiation, not crim
inal enforcement action. On disturbances of all types, 
trame stops, collision investigations and even interview
ing criminal suspects, the major tasks involve verbal 
skills. Calming the citizens, interviewing people for in
formation, problem-solving with them, and explaining 
the next steps in the legal process all require the ability 
to "talk good". 
2. "Call backs" to family disturbances are normally re
duced if oft1cers are skilled in basic mediation techniques. 
This saves the department time and avoids potentially 
violent situations where conflict has escalated over the 
course of several police calls. 
3. More dramatic crisis intervention calls (violent domes
tic disturbances, suicide attempts. hostage negotiations. 
emotionally disturbed people) require sophisticated 
negotiation and counseling skills. 
4. Many citizens' complaints about officers' "ntde be
havior" or "overbearing style" can be traced to the offic
ers' lack of awareness about how they look to the citizen 
(eg: the officer never smiles during the traffic stop and 
the citizen concludes that the ofl1cer is "treating me like 
t1 criminal"). 

Additional complaints results from officers "counter
attacking" when they arc challenged by angry or embar
rassed citizens. I r the officer had experience and confi
dence in his/herown ability to calm people down, he/she 
would not resort to such traditional pLlt downs as sarcasm 
and threat~. Arrests of citizens who "rail the attitude test" 
frequently relleet the arresting officer's inability to man
age . .,arcastic and nrgulllentutive citizens. 
5. U~e of physical force (ie: wrestling matches, using 
nightstick or pistol) can be reduced when an officer is 
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good at talking. When a citizen is agitated and is threaten
ing some sort of violence, the "untrained response" is to 
overcome the citizen's agitation with greater force. The 
trained response is to lower thc danger by calming the 
person through talking, 

The Austin Police Department, like many progressive 
departments, has a written policy on the "Use of Force" 
that requires officers to begin controlling situations with 
non-physical force (ie: voice control) and only allows 
graduation to physical force when lesser force proves 
ineffective. By developing more "talking options" to con
trol people, there should be even less need for officers 
to rely on physical force, 

What is Being Done at the Present'! 

Despite the general agreement among psychologists 
and may police administrators that talkingllistening skills 
should be an essential part of police training, there is 
remarkably little evidence that systematic training occurs. 
The Austin Poliee Department does offer beginning com
munication skills training to cadets in several fonns: stress 
management training, dealing with alcoholics and dntg 
users, listening skills, basic interviewing skills, marriage 
communication skills, dealing with emotionally disturbed 
people, basic crisis intervention skills, and working with 
alcoholics and dntg users, listening skills, and working 
with people from different sub-cultures in the community. 

This training is typically designed to accomplish sev
eral goals: 

I. Familiarize cadets with the background and types 
of people they will encounter. 

2. Describe the goals and major approaches in handling 
different situations. 

3. Role play common situations so the cadets get used 
to thinking on their feet, calming upset people, etc. 

While this training provides a good introduction to thc 
wide variety of calls where communication skills are 
important, the training docs not give cadets solid skills 
to take home. It would be bettcr if cadets could complete 
the training with a practiced set of "verbal Illoves" and 
approaches to usc in the calls they will be required to 
make as commissioned officers. 

More specialized training occurs during "in-service" 
training for commissioned officers in such areaS as hos-



tage negotiation, domestic disturbances and family vio
lence, rape investigations, and post shooting trauma. Al
though this advanced training provides many more details 
about dynamics and concentrates on re-playing actual 
cases, it still does not give officers specific verbal skills 
thcy can rely upon. 

Why Not Make Training Simple 

A stranger to police training would likely ask: "Why 
not make it simple?" Identify the most commonly used 
verbal skills and teach them to cadets. We already teach 
other complex behaviors such as handcuffing, come
along holds, and marksmanship using a step-by-step 
approach. 

Such a question would probably be met by a chorus 
of chuckles and glazed-eyed looks from us psychologists. 
We would describe mUltiple reasons why such an 
approach is "overly simplistic", "Naive" and does not 
consider the "complexity of police work". Pushing 
through the initial negative reaction, there probably are 
several reasons why such an approach has not developed: 

1. Our own training in clinical skills did not utilize 
"skill modules" so we assume that such modules will not 
be effective. 

2. Nonnal "street situations" seem too complicated to 
usc simple verbal skills. Most calls require officers to 
switch approaches and respond to the citizen's changing 
behavior. Teaching simple verbal skills might produce 
"robot-like" reactions from officers and interfere with 
their adapting to the situation. 

3. Despite the growing popularity of "pop psychol
ogy", there has not been a move to simplify counseling! 
mediation skills. They continue to be considered by most 
practitioners as a complicated art which can only be mas
tered with years of experience. 

An example of this conflict between professionals' 
desire to simplifY communication skills and their inability 
to produce simple behavioral training is a recent publica
tion entitled Verbal Judo (Thompson & Stroud, 1984). 
This book was co-authored by two psychologists, one of 
who was a former police officer. The promotional liter
ature emphasizes that there are supplemental video mod
ules which teach police officers how to achieve "volun
tary compliance" from "upset and irrational people", con
trol "beligerent citizens (who) insult officers" and use 
words .~uch as the "first force option". 

The advertising sounds very practical, but when one 
reads the principles of Verbal Judo, one discovers eight 
"Maxims" which sound like a course in Zen philosophy. 
Some examples of the Maxims are: "Give way in order 
to control"; "Embrace frustration with empathy"; and 
"Overcome hard with soft". Rat.her than being practical 
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and adapted for western culture, the principles use a far 
eastern paradoxical approach that will seem mysterious 
and confusing for most police cadets. 

What we need to begin developing is a communication 
skills technology that is simple to understand, easy to 
practice and able to be adapted to complex street encoun
ters. 

A TRAINING PROPOSAL 

Let's develop a series of separate training modules 
which teach cadets specific communication skills. The 
first step is to identify skills which arc frequently needed 
by patrol officers and which are behavior-specific enough 
to be described easily, observed in demonstrations, and 
can be practiced by the students in pairs or small groups 
just as baton tactics or "come-along" holds are presently 
practiced. 

A partial list might include the following skills: 
I. Allowing a person to vent (ie: talk angrily and accus

ingly toward the oftlcer) without the officer counter-at
tacking. 

2. Voice Control (ie: being able to use the following 
voices: sympathetic, command, reassuring, business
like, and logical reasoning). 

3. Showing concern for a person's problem or com
pliant (ie: eye contact, attentive behavior). 

4. Responding calmly to insults and challenges without 
resorting to put-downs like sarcasm. 

5. Moving a person physically (eg: separating a fighting 
couple; or getting a motorist to step onto the curb) without 
touching them. 

6. Changing the subject to guide an angry, ranting, or 
hysterical person into a thinking mode. 

7. Using note-taking to calm an upset person, gain 
cooperation from an uncooperative witness, or regain 
control of an interview. 

S. Using non-verbal behavior to increase or reduce the 
"authority image" of an officer (eg: reduce authority 
image by sitting down, talking slowly, intentionally being 
a bil awkward). 

9. Basic rnterviewing Techniques: 
a. Getting basic information (eg~ covering issues of 

what, when, who, where. how in all interviews). 
b. Getting additional information from reluctant per

son (ie: open-ended questions, re-asking samc question). 
c. Re.directing/controlling a person who rambles or 

gets off the subject. 
d. Explaining the "next steps" in the legal process 

that citizen Can take to rc~()lve their pr('lblcl11. 
10. Unusual Interview Techniques; 

a. Pretending to be stupid or very slow at understand
ing the person. 



b. Pretending to be well-meaning but helpless to act 
decisively. 

c. Pretending to be a parent-like figure. 
d. Pretending to be a little crazy. 

11. Responding to "helpless-sounding" person in such 
a manner to re-direct them into a thinking/problem-solv
ing mode. 

This is obviously not an exhaustive list of skills, but 
rather a basic list which each police department can sup
plement as their needs require. 

Level of Skills 

In developing each module, trainers should devise sev
eral levels of proficiency both to structure the training 
process anll to establish performance standards for 
evaluating the students' performance. One approach is 
to create a standard setoflevels to be used with all skills. 
Level j: Conceptual - This level requires students to state 
the pU'1JOse of the skill and the circumstances in which 
the skill could be used. 
Level 2: Simple Assisted Pelj'ormonce - This level re
quires students to perform the skill and nothing more. 
The goal is to become familiar with the behuvioral ele
ments of the skill, by rote practice. 

The student would be asked to perform the specific 
skill and will not have to decide when to do it. nor will 
he/she have to "think on their feet". This level is analog
ous in football to simple blocking drills against a dummy 
or a blocking sled: moving straight ahead on the whistle. 
Level 3: Ullassisted Performance - There are two stages 
for this level. 

In Stage I, the student is told which skill or skills to 
use on a simple call, but the student must decide when 
to use those skills. The new responsibility at this stage 
is deciding whell to use the skill and then inserting it into 
the conversation when appropriate. This stage is analog
ous in football to a situation where a blocker who is 
leading an end run must decide when to throw the cross
block on the defensive corner-man. 

1n Stage 2, the student is told to handle a routine call, 
using the various appropriate skills. The new respon
sibilities at this stage are deciding what skill to usc and 
whell to usc it. This stage is analogous in football to an 
offensive blockers leading and end run and having to 
decide what block to use and when [0 use it. 
Level4: Advanced Peljormallce - This level requires stu
dents to usc a skill during an encounter which h;IS addi
tional pressures or distractions which arc not commonly 
present in mo!>t police calls. The new responsibility is 
adjusting tile application of the skills and switching ap
proaches in order to successfully manage the situation. 
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This level is analogous in football to a scrimmage 
situation where a pass blocker sees a line-backer rushing 
toward the passer, and must decide how to block both 
his assigned defensive lineman and the line-backer. 

Applying this approach to the skill of "letting a person 
vent" would produce the following: 
Level j: COllceptual: Pllrpose - To calm upset citizens 
down. Circumstallces: Anytime someone is frustrated 
and complaining about something in an agitated way (eg: 
embarrassed motorist who is receiving a speeding ticket; 
citizen who is complaining about slow response time to 
call). 
Level 2: Simple Assisted Peliorlllonce - The instructor 
will tell the student: "I am going to start complaining 
about police harassment and I want you to let me vent 
until I calm down". 
Lel'eI3: Unassisted Performllllce - In Stage I the instruc
tor will tell the student: "You are about to answer an old 
burglary call and I want you to use the following verbal 
skills: showing concern, moving a person physically 
without touching them; letting the person vent; and get
ting the basic information about the burglary". 

In Stage 2, the instructor will tell the student: "In 
answering this burglary call, get enough information for 
an investigator to do a follow-up investigation". 
Level 4: Adl'anced Peliormallce - The instructor will tell 
the student: "You will be taking a domestic disturbance 
call where several "call backs" have occurred. Your task 
is to get the people to resolve their problem enough so 
that they will not call the police again tonight. Use the 
skills which are appropriate". 

Requiring Competency Testing 

Competency testing on a pass/fail basis should be 
required of police cadets. This approach accomplishes 
several objectives: 

I. Establishes verbal skills as equally important in the 
cadet curriculum as other topics which are presently tested 
(eg: knowledge of departmental general orders; portions 
of the Civil and Penal Code and Code of Criminal Pro
cedure; driving skills; marksmanship; memorized radio 
codes; basie collision investigation skills). 

Police administrators spend much more time and legal 
fees investigating and defending officers' poor verbal 
Skills (eg: complaints about "rudeness", "bad attitudes" 
and "over-reaction") then they do on officers forgetting 
laws, missing elements in collision investigations or even 
crashing police cars or missing their target in shoot-outs. 
The big difference is that poor skills in shooting guns 
and driving cars creates an obvious public safety hazard 
while ofl1cers' poor verbal skills creates a hidden public 
trust and confidence hazard. 



2. Forces police trainers to identify and teach skills in 
a clear step-by-step manner. Rather than treating verbal 
skills as a mysterious art, this approach requires us 
trainers to produce cadets who can explain what they are 
doing and behaviorally demonstrate the skills. If we get 
poor results, the responsibility will be on our shoulders 
to devise better training methods. 

3. Forces cadets to practice the skiIIs until they reach 
a minimum competency level. 

It is suggested that trainers adjust the competency level 
requirements depending on the stage of cadet training. 
For example, cadets might be tested on the Level I (Con
ceptual) early in the Academy, and be required to 
demonstrate Level 3 (Unassisted Performance) before 
graduation. 

TRAINING PROCEDURES 

Establishing simple step-by-step training procedures 
is essential if we are to overcome the historical neglect 
and our own traditional reluctance to demystify communi
cation skills. High quality, resources exist in several areas. 
Excellent video training packages have already been 
developed by Zenger-Miller of California and are widely 
used by private corporations that address management 
skills such as supervision and small group skills. Harper
Row has produced some excellent police training films 
that demonstrate specific communication skills such as 
"Defusing Hostile Individuals". 

The Training procedures should adopt a behavior mod
eling approach and should include some form of the 
following steps: 

Describe the Skill Clearly 

Introduce each skill with a statement of: 
a. Its purpose and importance in police work. 
b. The situations in which it should be used. 
c. The behaviors required to perform it. 

Demonstrate the Skill 

Prepare students for the demonstration by reviewing 
the elements of the behavior which make up the skill (eg: 
the skill of "showing concern" includes such elements 
as eye contact, attentive posture, head nod to confirm 
understanding, etc). Ask the students to observe and write 
down when these elements occurred during the demonst
ration. 

Perform a demonstration of the skill, and then re-state 
the critical elements of the skill. It would be ideal to 
video-tape these demonstrations so a high quality standar
dized example can be seen by all students. 
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Ask students to describe when each element of the 
skill occurred and how it affected the person being inter
viewed. This process of observation/re-statement is 
designed to reinforce the students' cognitive under
standing of the skill. 

Practice the Skills 

Have students practice in groups of three. One student 
acts as an officer; one acts as the citizen and the third 
student is an "observer" fQf the practice. 

The initial practice for all skills will be a level 2: 
Assisted Performance. Thi., enables students to become 
totally familiar with how to perform the basic elements 
of the skill. 

Give feedback during practice 

The success of the practice sessions will largely depend 
on the skill of the observer in giving feedback to the 
fellow student. Therefore instructors should conduct a 
brief training session on giving effective feedback prior 
to starting the skill practice. 

Using students to teach on another increases their 
understanding of the skill and also increases their own 
ability to visualize doing the skill successfully. 

Increase the Skill Level After Mastery of Lower Skill 
Levels 

One continuing problem with much police training is 
that untrained cadets are thrown into "role plays" and 
evaluated on how they react and "think on their feet". 
The philosophy that underlies this approach is that cadets 
either have verbal skills or they don't, and trainers should 
weed out people who consistently react slowly or in a 
confused way. This philosophy is analogous to telling an 
untrained football recruit on the first day of practice to 
"protect the passer" without giving him any training in 
pass-blocking. 

The goal is to gradually bring cadets up through the 
skill levels to a pre-established competency standard. It 
is likely that some cadets will have stronger verbal skills 
than their fellow cadets, initially. For example, a former 
military officer is likely to have a better developed "com
mand voice" than a cadet who did not serve in the military. 
These differences do not need to undermine the instruc
tion process. Cadets who have a well developed verbal 
skill can be used as feedback/coaches for the cadets with 
less developed skills. 

It is important to avoid the halo effect and certify 
everyone on each of the skills. Just because a former 
military officer has a good command voice does not mean 



that he/she will be able to perfonn the other skills such 
as "showing concern" or "playing dumb" or using a "sym
pathetic voice". 

Establishing a Competition in Verbal Skills 

One way to popularize verbal skill training would be 
to establish an annual competition among officers. Situ
ations which require "quick thinking and fast talking" 
can be drawn from the wide range of calls that officers 
make. Some examples of potential competition calls are: 
domestic disturbances, a frantic parent whose child is 
injured; an angry burglary victim who has little chance 
of recovering their property; a sarcastic college student 
who wants to bait the officer, and a community activist 
who wants to get the officer to admit that "routine patrol" 
is actually "political oppression". 

Scoring could be divided into broad categories such 
as "establishing a relationship", asking good questions, 
redirecting the person's emotion into problems-solving, 
and getting cooperation. The same case would be used 
for all competitors at level of competition, to standardize 
the difficulty of the problems. 

The winner of the competition might be crowned the 
"Silver-Tongued Champion" in the spirit of light-hearted 
respect. The police departments who promote such a com
petition will be the bigger winners, as they will be 
building a tradition of officers who who are well-trained 
and who are personally committed to being confident, 
skillful communicators. 

109 

REFERENCES 

Goldstein, A., MOllti, P.l., Sardino, T., & Green, D. 
(1979) Police Crisis Intervention. New York: Pergamon 
Press. 
Klyver, N. (1983). Peer Counseling for Police Personnel: 
A Dynamic Program in the Los Angeles Police Depart
ment. Police Chief, Nov., 66-68. 
Mann, P. (1973). Psychological Consultation in a Police 
Department. Springfield, Illinois: Charles' Thomas. 
Nelson, R. (1981). Establishing Rapport with Victims is 
the Key to Effective Rape Investigations. Police Chief, 
Nov., 60-63. 
Nielson, R. & Shea, G. (1982). Training Officers to 
Negotiate Creatively. Police Chief, August, 65-67. 
Reese, l.T. (1982). Life in the High Speed Lane: Manag
ing Police Burnout. Police Chief, August, 65-67. 
Romano, A.T. (1981). Transactional Analysis for Police 
Personnel. Springfield, III.: Charles Thomas. 
Thompson, G.J. & Stroud, M.l. (1984). Verbal Judo 
Redirecting Behavior with Words. Albuquerque, N.M.: 
Communication Strategies, Inc. 
Topp, B. (1982). Communication Theory and the Domes
tic Dispute: A Different Perspective. Police Chief, March, 
39-40. 



SOME TECHNIQUES AND EXTERNAL PROGRAMS 
USEFUL IN POLICE PSYCHOLOGICAL SERVICES 

Charles R. Fisher. Ph.D. 

This paper is an accumulation of practices and 
techniques, thoughts and experiences, pulled together 
while functioning as a police psychologist over the past 
ten years with various departments in the Denver, Col
orado Metropolitan area. For the past three years this 
psychologist has functioned essentially full-time as De
partment Psychologi~t for the Aurora Police Department, 
Aurora, Colorado. 

1 intend to share a brief overview concerning my par
ticular style in working clinically with officers and then 
share some adjunctive programs or services available 
within most communities, which 1 feel can be of signif
icant importance in assisting police psychologists dealing 
with some of the more stressful aspects of officer's lives; 
especially in those situations where the psychologist is 
working alone or may not be able to provide a service 
required due to time and caseload constraints. 

It is not unusual for the law enforcement officer to 
present as a multi-problem crisis requiring adjunctive/sup
portive/auxiliary services that are not frequently available 
through traditional mental health/psychotherapeutic ap
proaches. These problems frequently are in areas outside 
the realm of time, training, or expertise for many police 
psychologists, and too often, adequate resolution of crises 
cannot be fully realized without addressing the "whole 
problem" in all its aspects. 

Frequently, in my practice a crisis intervention format 
is required, especially if it is the male marital partner 
that seeks assistance for his marital/personal relation
ships. Traditionally, law enforcement officers strive to 
accept and live by the myth that they solve other peoplc's 
problems and are not supposed to have any of their own, 
as this somehow makes them unfit to be a professional 
caretaker, i.e., a law enforcement officer. Partially be
cause of this mythical attitudinal set which denies their 
own humanness, an officer in marital trouble waits until 
an eleventh hour crisis erupts before seeking professional 
help. He may have talked with, or complained to, peers 
or supervisors regarding the state of his relationship, but 
any suggestion that he avail himself of professional 
psychological services would usually be met with "['m 
not crazy", thereby voicing the perpetuating myth that 
psychologists dcal with controlling crazy people versus 
primarily or secondarily preventing emotionally bused 
maludaptation. 
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A crisis intervention approach is also frequently approp
riate in response to the level of emotional disruption 
experienced or demonstrated by an officer under severe 
stress in his marital/personal relationships. Too often, if 
an employee is not an emotionally aloof or non-empathic 
person at the start of his law enforcement career, he too 
often assumes those characteristics in relationships with 
others at some point during his career. It is not unusual 
for an officer to rigidly concretize the academy's teaching 
that he "must always remain objective in all dealings 
with citizens" and he misinterprets ihis to mean he should 
never feel, and if, that should ever happen, he must never 
let his feelings be brought to awareness and never exhibit 
it. "Be objective and don't let your feelings get in the 
way" becomes learned as "Don't feel" - setting the stage 
for a high probability of emotional disruption at some 
possible point in his future. In fairness, police academys 
do try to get recruits to understand the benefits derived 
from being abl(; 10 respond to the feelings of victims and 
witnesses, but in the face of years of dealing with the 
criminal or greatly disturbed portion of society, previously 
empathic officers frequently develop a more aloof, unfeel
ing, or callous demeanor as a defensive means of prevent
ing their reacting emotionally or, out of bitterness at con
stant exposure to what physical and emotional damage 
people can do to each other. Too often, this unfeeling 
attitude towards others also takes precedent with the offic
ers family, frequently generating difficulties through all 
relationships within the family structure. 

My experience indicates that those officers who have 
adopted a nonfeeling approach to their world, frequently 
deteriorate emotionally to a greater degree when faced 
with marital/personal crises such as infidelity of a spouse, 
extra-marital relationships, separation/divorce, severe ill
ness, injury or death of a child, critical incident trauma, 
etc., etc. These officers have never introjected, or have 
discarded, their capacity for emotional response and 
thereby are not equipped with the experiential training in 
dealing with their emotions, to the point that they can 
become dysfunctional in the face of their own personal 
crisis. They arc not familiar with their emotionality and 
experience the quality and intensity of their emotional 
response in a crisis us "going crazy" or "having a nervous 
breakdown". They associate 11 moderate level off emo
tional disturbance as "going crnzy" as they have led a 
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life of emotional insulation such that feelings were repres
sed and denied. Their language frequently betrays their 
uncomfortableness with feelings - they can never iden
tify or acknowledge the feelings of angel', and similarly 
don't accept being depressed well. They will talk about 
feeling "upset" which can run the semantic gamut from 
being enraged, angry, frustrated, or down, sad, depressed. 
They will not accept anger or depression as legitimate 
adult feelings but tend to view their appearance as a sign 
of weakness or sickness. 

Officers finding themselves in these personal emo
tional situations are frequently dysfunctional on the street, 
finding themselves as grossly preoccupied with their 
problems and feelings, sometimes to the point that they 
may not be aware of how they got from one point to 
another in their city district. Drinking may increase as 
an attempt at self-medication or as acting out, whici~ 

exacerbates the problem. These officers are ready to work 
therapeutically and when they finally contact the depart
ment psychologist they are grasping at straws in desper
ation. Crisis intervention involving two to three appoint
ments per week are appropriate, and the officer is usually 
willing to negotiate time off or temporary reassignment 
as indicated and appropriate, and may be williI{g to have 
the psychologist negotiate with supervisors with or for 
him. Consultation for psychotropic medication may be 
indicated as well as consultation or involvement with 
spouse, supervisor, or significant others, all of which the 
officer may be willing to accept at a time of crisis that 
he might have declined at other times. It is for these 
reasons that a department psychologist, if possible, pro
vide crisis intervention services available to the officers 
on a twenty-four hour basis, given that, too often, it may 
literally be their request for service at the eleventh hour. 

A crisis intervention format may begin with an initial 
meeting lasting longer than the traditional hour. It may 
well be expedient and efficient to utilize one and one-half 
to two and one-half hours for the initial consultation, 
especially if a spouse or other significant party may be 
involved at the outset. This can play havoc with an ap
pointment schedule but is appropriate and effective when 
expedient therapeutic gains can be realized during a crisis 
situation while the officer is desperate /'01' relief and moti
vated to work. Two to three subsequent meetings per 
week may continue for two or three weeks as indicated 
and beneficial, incorporating conjoint 01' separate meet
ings with others as indicated and with the permission of 
the primary client. Monitoring of any medications utilized 
as well as the officer's performance on the street often 
requireb meeting more thun once a week When the primary 
client is 111 crisis but trying to maintain on the job as 
appropriate. The process of' the crisis intervention is a 
directive, problem oriented focus dealing with the current 
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problematical issues, the individuals involved, and the 
nature of those relationships. History is not disregarded, 
especially history relative to similar situations in the 
client's past, i.e., previous relationship problems in this 
or other marriages. A concise family history is taken as 
well as a drug/alcohol history. 

It is helptul if the police psychologist can be comfort
able with the unorthodox and be flexible and eclectic 
enough to deal with novel problems frequently encoun
tered in providing police psychological s'ervices. But, as 
stated above, the police psychologist cannot possibly be 
all things to all people and at times a multifaceted ap
proach to a multiproblem situation is required and adjunc
tive services or programs can be extremely beneficial to 
the therapeutic process working toward resolution and 
relief. 

I will now deal briefly with two programs and a 
technique which I believe are beneficial in working with 
specific problematical areas frequently evidenced in 
working with law enforcement offices. The problem areas 
have to do with communication in a marital relationship, 
family finances and budgeting, and conflict resolution 
relative to custody and visitation in divorce situations. 
The two programs available nationwide which J will over
view are Marriage Encounter and Consumer Credit Coun
seling Services. The conflict resolution technique is medi
ation intervention, techniques and skills learned from the 
history of management/labor relations negotiation, and 
conflict resolution in strike situations. 

The background to Marriage Encounter is that it comes 
from marital communications training from u pastoral 
counseling viewpoint. Marriage Encounter is a non-de
nominational program and participants do not have to be 
oriented to religion us a part of their lives. The Marriage 
Encounter program is available within all the Protestant 
denominations, the Roman Cutholic church, as well as 
within the Morman and Jewish faiths. It is non-evangel
ical and does not attempt to bring people into any church. 
It does incorporate a representative from the sponsoring 
church who speaks to the spiritual aspects of the topics 
concerning relationship being presented throughout the 
program. Marriage Encounter is a positively oriented 
program in that it does not focus on negatives or problems 
or problem resolution. It is not marriuge counseling. The 
time format for a Marriage Encounter program is u 
weekend retreat beginning on a Friday evening and prog
reSiling through Sunday ufternoon. It is an extremely 
structured program in that it begins in dealing with the 
less emotionally charged relationship issues on the Friduy 
evening at the beginning of the weekend and gruduates 
toward deeper more meaningful aspects of relationships 
toward the Sunday ufternoon conclusion. It is also ex
tremely structured in that presentations from the three 



training couples are from a written format and as such, 
does not wander loosely from topic to topic. 

"Encounter" in Marriage Encounter does not signify 
group interaction as the weekend training is structured 
so that each of the couples in the entire group are re
peatedly instructed that the only other person they will 
relate to from Friday evening to Sunday afternoon is their 
spouse and only their spouse. Socializing with other 
couples is actively discouraged and there is no expecta
tions that any couples will interact with the three training 
couples or the church representative. The program 
teaches couples about feelings, about accepting feelings, 
and about talking about feelings in a constructive way 
that can allow for differences between individuals in a 
couple. The weekend teaches couples how to get in touch 
with their feelings relative to many different aspects of 
marital relationships, how to express feelings in written 
and verbal form, and how to cunstructively deal with 
each others feelings in a way which promotes communi
cation and enhances relationship. 

Marriage Encounter does have follow-up-up activities 
and group evening or weekend experiences which are 
available but not required. Marriage Encounter is a good 
program when on~ or both members of a couple are 
experiencing awkwardness in acknowledging feeling, ex
pressing feelings, and allowing themselves to get emo
tionally close to their partner. It is a program designed 
for couples who have reached the "plateau" in their mar
ital relationship such that they need to enhance their 
communication and interaction in neW directions. Mar
riage Encounter can be contacted through most large 
congregations nationwide, and is listed under Marriage 
Encounter or Worldwide Marriage Encounter in the tele
phone book. 

It has been my experience in working with law enforce
ment officers that a characterization that frequently fits 
is that they tend to be upward mobile individuals who 
arc competitive, and who have an average to above-av
erage difl1culty in dealing with delayed gratification. 
They, like many of us, tend to live up to the saying thut 
"the basic difference between men and boys is the cost 
of their toys", and the toys of preference among law 
enforcement officers are often exotic and expensive gun 
collections, motorcycles the latest model car, boats, etc., 
etc. The often readily available extra-duly work available 
to police officers sometimes becomes a trap wherein they 
work the "extra" job for "extra" money, without staying 
in control of their financial life style they frequently get 
into a position whereupon they must depend on extra-duty 
jobs and sometimes become financially overwhelmed. 
Needless to say. !1nancial strain within a law enforcement 
family with all its other stressors adds an additional bur
den whieh can frequently be seen by the couple as insur-
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mountable. In situations such as this, where severe finan
cial strain is one of the symptoms of a families dysfunc
tion, I have found it beneficial to utilize referrals to the 
nationwide program called Consumer Credit Counseling 
Services which can be found in most major cities. This 
program has two levels of intervention in dealing with 
families with problematical financial issues. Approxi
mately 10 to 15% of all their referrals simply need training 
relative to home and family budgeting which the Con
sumer Credit Counseling Services provides at no charge 
to the client. The other 85 to 90% of their clientele require 
the sec._nd level of intervention which essentially entails 
the counseling service taking over the financial dilemma 
of the family, contacting creditors, and arranging repay
ment schedules over a longer terms yet insuring that 
creditors have their accounts paid. The counseling ser
vices works out a budget for the family including a 
monthly payment to the counseling service with which 
to take care of the family's creditors. The bulk of the 
cost of the program is borne by the creditors who pay 
back to the counseling service 7% of their collections, 
an arrangement much more favorable to the creditor than 
going through collection agencies. Their only cost to the 
client is a $1 pcr month fee t:l maintain records and any 
postage necessary to mail out checks to creditors. Con
sumer Credit Counseling Services deals directly with the 
creditors securing their agreement to take part in the 
payment program. As long as the creditors accounts are 
closed there is no damage to the credit rating for any 
client using their services. Creditors usually agree to the 
extension of the repayment time because of the involve
ment of the Consumer Credit Counseling Service in the 
case. The Consumer Credit Counseling Services can be 
contacted in any city within the U.S. by referring to the 
yellow pages under Credit or Credit Counseling. 

The last modalIty 1 wish to present as an adjunctive 
technique or service which can be of assistance to law 
enforcement officers and to police psychologists has to 
do with the technique of mediation as it applies specifi
cally to visitation, custody, and divorce agreements. With 
the divorce rate within the law enforcement career what 
it has been, periodic stressol's erupt in an officer's life 
dealing with a previous or pending divorce involving the 
highly emotional issues of custody and visitation, and 
sometimes dealing with modi!1cations of existing divorce 
agreements. Historically, people in such situations have 
had one recoll/'se when they couldn" work things out 
themselves - their lawyers and the courts - a costly, 
time- consliming, advel'surial process, in ajudicial system 
most officers won't trust, an adversarial system which 
Frequently polarizes the parties (0 further extremes and 
worsens the emotional climate between them. Court in
volvement frequently results in a Judgement that both 
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parties feel as unfair and unjust to them; a judgement is 
reached but there is no resolution to the problem and in 
fact the problem is exacerbated. 

Mediation is an alternative to the traditional legal sys
tem, its purpose being to assist people involved in dis
putes satisfy their needs without making enemies of op
ponents. Mediation advocates the amicable settlement of 
disputes through the intervention of a neutral third party. 
Mediation is more efficient in terms of cost and time 
than the traditional legal system and it resolves disputes 
privately versus in open court. Mediation is a non-adver
sarial process which resolves emotional conflict as well 
as legal issues. Mediation utilizes those techniques histor
ically proven ef'f'ective ill the labor relations field and in 
the conflict management between management and labor 
in strike situations in industry. Mediation results in a 
written agreement that both parties in the dispute can feel 
comfortable with, live with, and agree to. Attorneys may 
be consulted prior to the signing of any mediation agree
ment, and mediation agreements may be legally enforce
able should the need arise. Mediation research claims 
that if both sides of a dispute are willing to work out a 
resolution they have an 80% chance of succeeding. Medi
ation in divorce, custody, visitation agreements can fre-
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quently be better accomplished utilizing a team approach 
of two mediators, keeping in mind that the process of 
mediation is significantly different from that of marital 
therapy. With the coming trend of mediation being an 
alternative to the adversarial judicial system in divorce! 
custody/visitation matters, there are numerous centers for 
dispute resolution or centers for conflict management 
training offering training offering training to those in the 
helping professions as well as the legal professions to 
assist couples to work out their devicive issues in a more 
constructive non-adversarial process. Mediation as a ser
vice available within police psychological services has 
been found to be very beneficial to officers in providing 
them an alternative to resolve disputes with current or 
fornler spouses and does much to minimize the anxiety 
and anger levels frequently encountered by offices 
through such stressful procedures. 

In summary, I have shared with you my particular 
value in utilizing crisis intervention techniques in police 
psychological services and, realizing that the department 
psychologist cannot be flll things to all people, I have 
herein shared some of the adjunctive techniques and pro
grams that are available to the department psychologist 
in his therapeutic work with officers, spouses and 
families. 
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A COORDINATED APPROACH TO ALCOHOLISM TREATMENT 

Rory Gilbert, ACSW 

The Chicago Police Department Professional Counsel
ing Service is a free, voluntary, and confidential counsel
ing service available to members of the Department and 
their families. It consists of a substance abuse counseling 
unit and a general individual, marital, and family coun
seling unit. The substance abuse unit is staffed by spec
ially selected police officers who have received advanced 
training in substance abuse counseling. The individual 
and family therapists are clinical social workers. These 
two units must coordinate their efforts in order to provide 
a high quality service. Many counseling requests are 
made for individual adjustment or relationship problems, 
when, in fact, alcoholism is the primary problem. This 
paper will explore several key aspects of alcoholism as 
it effects the police officer and his family, especially as 
it relates to these families where the alcoholism is "hid
den" behind other issues. The paper will also describe 
the clinical interventions employed by the Professional 
Counseling Service that combine the expertise of the 
substance abuse counselors and social workers. 

Alcoholism is a major problem for police departments 
across the country. No solid statistics exist but the inci
dence rate is high. In the general popUlation, it is esti
mated that one out of every ten adults who drink are 
alcoholics. The percentage rate among police officers is, 
in all likelihood, higher because of the social milieu that 
supports and encourages drinking. The negative effects 
this has on police departments is tremendous. It can be 
measured in terms of absenteeism, apathy toward the 
job, reduction in performance levels, and liability when 
on-duty drinking occurs. 

Alcoholism is a complex illness. It effects the whole 
person. This includes one's physical and emotional self. 
It exists when the drinking of alcohol causes problems 
in any major area of an individual's life such as job, 
family, or health. Alcoholism docs not necessarily affect 
all these areas simultaneously or to the same degree. 
Many police officers, whose excessive drinking is creat
ing severe family problems, are functioning well on the 
job. 

The disease is considered to be a primary illness. That 
is, it is an entity in and of itself, and not a symptom of 
underlying psychological or interpersonal problems. The 
role that environmental factors play in the etiology of 
the disease varies from person to person. It is a myth 
that police stress causes alcoholism. The true "cause" is 
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not entirely clear although it is apparent that physiolog
ical, psychological, and sociological factors all playa 
contributing role. 

Alcoholism is a chronic condition. It is permanent and 
cannot be reversed. It can, however, be arrested. The 
alcoholic individual can abstain from drinking and partici
pate in a "recovery program" that will prevent the disease 
from having a further adverse effect on his/her life. 

The disease of alcoholism also gets progressively 
worse when it is untreated. The course and pace the 
progression takes is unique to each individual, but, if it 
goes unchecked, the eventual result is premature death. 
Alcoholism is the third leading cause of death in this 
country. 

A major symptom of alcoholism is denial. This 
psychological defense mechanism blocks the unaccept
able realities associated with the disease from entering 
the individual's awareness. This is the mechanism that 
permits alcoholism to progress. The denial, which can 
take several forms, serves as a means of protecting the 
disease from attempts to alter its course. Thus, it is this 
aspect of the disease that makes successful therapeutic 
intervention difficult. Furthermore, the disease is such 
that the alcoholic's family employs denial perhaps as 
intensely or even more intensely than the alcoholic. 

The alcoholic's denial exists in part because of the 
need to protect one's self-image from his/her definition 
of alcoholism. The stigma and misconceptions commonly 
attached to this illness forces the individual to go to great 
lengths to avoid being labeled in this manner. Police 
work can also reinforce the myth that "all alcoholics are 
winos and/or criminals" and make the stigma that under~ 
lies the denial that much more ingrained. 

Similarly, a family employs denial to avoid the shame 
and embarrassment of identifying one of its members as 
alcoholic. The connotations associated with such state~ 
ments as "my husband is a drunk" or "my mother can't 
hold her booze" are often too painful to experience 
without a defense. Also, the spouse can feel personal 
shame and degradation for having selected and being 
associated with an alcoholic partner. The same can apply 
to parents, children, and even employers. In addition, 
misinformation about the causes of alcoholism place an 
additional burden on the family members. They have to 
contend with self-blame and guilt over a belief that they 
arc responsible for their loved one's drinking. 



When crises develop in these families, the magnitude 
of the denial is intensified. The defense needs to be 
stronger when problems erupt in order for the individual 
or family to avoid concluding that it is alcoholism that 
is having an adverse effect upon their lives. At these 
times families will frequently minimize drinking and 
blame other factors for the present predicament. It is a 
common case scenario for a person with an alcoholic 
spouse to request counseling to resolve severe marital 
difficulties. He/she may describe violent confrontations, 
sexual dysfunction, and other chronic interpersonal prob
lems, but the shame associated with alcoholism prevents 
him/her from disclosing its presence. A case example 
will illustrate this: 

Ms. A. is a 35 year old professional business
person who has been married for five years. 
Her husband is a 45 year old homicide detec
tive who has been with the Chicago Police 
Department for 22 years. Ms. A. called the 
counseling office in tears requesting to be 
seen as soon as possible. She indicated that 
her husband had accused her of infidelity and 
became violent. She did not know what she 
should do, but was contemplating divorce. 
The social worker suggested she make an 
appointment for the two of them to be seen 
conjointly, but Ms. A. stated her husband 
refused to come. Thus, an individual appoint
ment was made with Ms. A. 

During the session. Ms. A. stated that she 
and her husband had been having a pleasant 
evening following her husband's day off und 
then her husband's mood began to change 
without any apparent provocation. He be
came increasingly more irate und then began 
accusing here of' sexual affairs. She stated 
there was no truth to his comments. Mr. A. 
then began pushing her and throwing objects. 
She called the police for assistance and two 
uniformed officers were needed to subdue 
her husband. 

Ms. A. went on to explain that she very much 
loved her husband but feared for her safety. 
This was the third incident of this type in 
eighteen months although this was the worst. 

The social worker attempted to determine if 
drinking had been a factor in this incident. 
Ms. A. was vague and inexplicit in her re
sponse. The social worker had the impression 
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that she was being evasive regarding the role 
alcohol had played. This contrasted with her 
previous behavior during the session. Up to 
this point she had been very open and expres
sive about a range of material of a sensitive 
nature. The therapist repeatedly asked her to 
be as explicit as possible. Eventually, state
ments Ms. A. made about her husband's 
drinking such as, "I'm not sure, but I think 
he had a couple of drinks", evolved into a 
detailed pattern. It came out that Mr. A. had 
completed three six-packs of beer in the after
noon and after dinner he had consumed ap
proximately a pint of scotch. 

During the initial phase of treatment it is the responsi
bility of the Professional Counseling Service social 
worker to assess the situation and determine if alcoholism 
is a factor in the case. The substance abuse counselor is 
not involved until the client is openly able to perceive 
that drinking is, at least partially. involved in the family 
problems. The social worker must be sensitive to the 
possibility that alcoholism exists if helshe is to make an 
accurate assessment. Although the need for the therapist 
to be sensitive to alcoholism seems obvious, it is, 
nevertheless, important to underscore. Alcoholism can 
be easily overlooked if the therapist is not actively looking 
for it. In the initial interview with Ms. A., for example, 
the therapist had to employ crisis intervention techniques, 
assist Ms. A. in developing a protection plan for her 
personal safety*, and strategize ways to involve the resis
tance spouse. It would have been easy for the social 
worker to neglect to explore for alcoholism in an assertivl' 
fashion when trying to balance so many therapeutic tasks. 
This is especially true when it is remembered that Ms. 
A. was not volunteering alcohol related information. 

The therapeutic task at this early stage of treatment is 
to elicit from the client a factual account of the drinking 
that is suspected of interfering with the family's function
ing: The therapist must intervene in a manner that reduces 
the client's denial. The therapist attempts to communicate 
his/her understanding that the client perceives a need to 
minimize the extent of the drinking and is not deliberately 
attempting to impede the therapist's efforts. In this way 
the therapist emphaticully communicates respect for the 
client's efforts to cope with an out or control situn'tion. 

The therapist also udopts a non-judgemental attitude 
toward alcoholism which. in turn, helps to reduce the 

'The lIulhnrs IIrc 1101 IIlIPIYIIIS Ihill "ollle,lIe vlUl¢,wc "lid nlher pruhle,"s do nOI ex lSI n~ relll 
pruhlerns In lind or Ihem,elve, '" f"mille, when: IIlwholtsrll II pr.sent 'l1,c IIIlcr~llllll •• II!I" 
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client's denial. The client has less of a need to protect 
his/her character, or in Ms. A.·s case the character of 
her husband, when excessive drinking and drunken 
behavior are approached as llymptomatic of a disease. 
This approach reduces the stigma associated with 
alcoholism and debunks some of the myths. Furthermore, 
hope is generated in the client when alcoholism is 
approached as a treatable ilJness and not as a social taboo 
or psychiatric diso~der. 

The sV!1stance abuse counselor is brought into the. treat
ment process when the client's resistance is lowered to 
the point where the individual or family is openly able 
to consider the possibility that alcoholism may be present. 
This is usualJy accomplished in the first session that the 
alcoholic family member attends if the therapist has 
empathically intervened in a straightfoward fashion. This 
was the case with the A,'s: 

Mr. A. came to the next session with his 
wife. InitiallY, he was openly opposed to 
treatment and somewhat hostile to the social 
worker for "intruding" in his personal affairs. 
The therapist, by employing empathic and 
reassuring comments, WaS able to elicit Mr. 
A. 's pl.!rspective on his marital difliculties in 
general and the incident where the police 
were called in particular. 

Mr. A. explained that he felt his marital dif
ficulties were the by-product of work prob
lems. He explained that his unit had a new 
commander who he was having trouble get
ting along with. He feared being "dumped" 
from the detective division into patrol. Mr. 
A. went on to state that these work pressures 
cause him to be irritable at home. This situ
ation came to a head the night he "lost his 
temper". 

The therapist attempted to ohtain a detailed 
account of this incident. Mr. A. did nOlmcn
tion drinking and, when asked if he had been 
drinking, he stated he had not. Ms. A. 
brought herself into the conversation and 
stated that he waS lying. Mr. A. then admitted 
that he had hud "a couple of cocktails". 

The therapist pointed out that since there 
obviously was a lack of clarity concerning 
the role alcohol waS playing in the problem. 
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it would be helpful to bring an alcoholism 
specialist into the session. 

The therapist needs to make a decision concerning the 
timing of informing the family that he/she believes the 
problem is alcoholism. He/she can share this information 
with the family prior to the introduction of the substance 
abuse counselor when there is no doubt about the assess
ment and the family displays relatively little resistance. 
The substance abuse counselor has the responsibility of 
sharing the assessment with the family when it is not 
totally clear that the problem is alcoholism and the resis
tance is high. The therapist had no doubt that Mr. A. 
was, in fact alcoholic, for example, but it was felt that 
Mr. A. was not ready to handle this assessment in a 
beneficial fashion. The therapist anticipated that the sub
stance abuse counselor could elicit a clearer pattern of 
alcoholism. The therapist also hoped that Mr. A. would 
be more receptive to the substance abuse' counselor 
because he was a fellow police officer, than he had been 
to the "professional therapist". This latter point raises 
and interesting issue concerning the differentiation of 
roles of the substance abuse counselor and the social 
worker. Some police officers respond to the professional 
posture of the social worker with mistrust, but are open 
to the substance abuse counselor because he is a police 
officer. Others, on the other hand, invest the social 
worker with unrealistically high qualities because of the 
position and discount the substance abuse counselor for 
not having an advanced degree. The unit attempts to be 
sensitive to this dynamic and use it to a therapeutic advan
tage. 

The substance abuse counselor's initial task is to per
form an evaluation for alcoholism on the family member 
who is suspected of having the problem. The counselor 
uses the evaluation to make a determination of the pre
sence. or absence of alcoholism. This clarities any uncer
tainties the social worker may have or provides confirma
tion when the social worker believes alcoholism is pre
sent. The evaluation includes a detailed account of the 
individual's current drinking habits as well as the indi
vidual's drinking history. An attempt is made to obtain 
the most objective information possible. The substance 
abuse counselor utilizes the other family members to 
verify the facts and clarify sketchy information although 
an effort is made to avoid placing the family members 
in a situation where they feel as if they are tattling on 
their loved one. The following information was obtained 
from Mr. A.: 

Mr. A. described himself as 11 heavy drinker 
although he underscored his belief that he 



was not alcoholic. He stated that he enjoys 
drinking and the comraderie associated with 
the tavern. In addition, he indicated that 
drinking provides him with relief from the 
pressures of work and home. 

Mr. A. was able to admit that he was a "little 
high" the night Ms. A. called the police. It 
eventually became evident that alcohol was 
involved in the other two incidents that Ms. 
A. had mentioned in her first session. Once 
this was established, Mr. A. stated that he 
had not been involved in any other alcohol 
related incidents in the recent past. Ms. A., 
however, described two weddings and a 
"change of watch party" this year where Mr. 
A. had become intoxicated to the point that 
he needed assistance getting home. Mr. A. 
defended his behavior during these incidents 
by stating that this was normal. common, 
acceptable behavior at weddings and police 
parties. 

Mr. A. then reiterated that his drinking was, 
in fact, not a problem. 

He described several times when he had 
"proven" this by abstaining from any alcohol 
consumption for two and three weeks at a 
time. He also stated that his drinking was 
generally confined to the tavern and not a 
problem for anyone because he usually goes 
home and goes to bed on the occa<;ions that 
he did drink. 

Mr. A. indicated that there was a time in his 
past, prior to his relationship with Ms, A., 
that he had been concerned about his drink
ing. He felt that his entire lifestyle was getting 
out of control in his tinal years as a bachelor. 
He was "doing the town" and drinking to 
excess almost every night. He was concerned 
about his potential for developing an alcohol 
problem at that point. However, he stated 
that this all changed when Ms. A. came into 
his life. He greatly reduced the amount he 
drank when they became involved with each 
other. He was able to moderate his alcohol 
consumption by limiting the occasions he was 
drinking. 

In the alcoholism evaluation an attempt is made to 
isolate the drinking patterns of the individual from the 
rest of his/her life in order to make a delinitive determi-
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nation of the presence of alcoholism. Alcoholism is con
sidered to be present if it produces problems in a signif
icant area of an individual's life. The conflicts in the 
A. 's marriage, for example, reaeh a dysfunctional level 
when Mr. A. is under the influence of alcohol. 

The evaluation also provides information about the 
manner in which the individual and his family have at
tempted to cope with the alcoholism. This provides clues 
concerning the most effective ways of. intervening to 
reach the treatment goal of recovery. Mr. A., for exam
ple, has attempted to avoid the adverse affects of the 
disease by placing external controls on his behavior. This 
is, when he exposes himself to drinking situations he 
cannot exercise control over his consumption and difficul
ties will occur that he cannot predict or regulate. He is 
able to reduce the problems, however, by limiting the 
contact he has with these situations e.g. avoiding the 
tavern. This provides only modest success because with
out internal control the occurrence of future problems is 
inevitable. Furthermore, although Mr. and Mrs. A. 's 
love for one another seems sincere, the marriage, itself, 
served as an external control for Mr. A. 's drinking in 
the way it provided a means of diminishing the out of 
control nature of Mr. A. 's life prior to the marriage. 

The evaluation also provides a picture of the alcoholic 
individual's denial system and that of his/her family. Mr. 
A., for example, utilized his ability to abstain from al
cohol for various periods of time as a means of providing 
evidence that he was not alcoholic. Abstinence is not 
contra-indicative of alcoholism, Alcoholics not in a re
covery program who abstain from drinking for extended 
periods of time are considered to be actively alcoholic 
because their whole lives revolve around their abstinence. 
They lack a means of regulating their tension and anxiety 
without alcohol. Frequently. they attempt to reduce this 
excess tension by remaining active, and, in essence they 
attempt to "burn ofC' their anxiety. Thus, the surly, 
"workaholic" who has several extra jobs is often an al
coholic not permitting himself/herself access to alcohol. 

The design and implementation of a treatment plan 
follows the positive diagnosis of alcoholism. The ultimate 
goal in all cases is for the alcoholic individual to be 
involved in the Alcoholics Anonymous recovery pro
gram, and for the other family members to be involved 
in Alanon or. when appropriate, Alateen. The substance 
abuse counselor is primarily responsible for determining 
what intermediate steps arc indicated to increase the 
likelihood that the treatment goal will be met. Hospitali
zation at an alcoholism rehabilitation center is frequently 
indicated. These settings are the most effective means 
available of helping people obtain sobriety because an 
in-patient setting is able to provide the most comprehen
sive educutional and therapeutic milieu. Individuals who 



do not perceive alcoholism as the primary problem are 
best able to benefit from these intensive programs. Phys
ical complications due to chronic, excessive drinking and 
withdrawal symptoms also require the medical supervi
sion rehabilitation centers provide. The substance abuse 
counselor monitors the individual's progress when he/she 
is a patient in a rehabilitation center. This is done through 
formal employee conferences and informal conversations 
and visits with the patients and their counselors at the 
hospital. 

Occasionally, the alcoholic is directly referred to 
Alcoholics Anonymous and his/her loved one to Alanon. 
This is indicted in cases where the individual and family 
members are highly motivated for change and the resis
tance is relatively low. There are also situations where 
in-patient treatment is not a practical alternative. The 
social worker and the substance abuse counselor monitor 
the progress of the family and the alcoholic when they 
refer directly to A.A. and Alanon through additional 
marital sessions. This was the case with the A. 's: 

The substance abuse counselor shared his 
assessment with the A.'s that it did, in fact, 
appear that the problem was alcoholism. In
patient treatment was recommended. How
ever, limitations in the A.'s insurance 
coverage ruled this out as a possibility. 

Mr. A., initially. wanted nothing more to do 
with treatment. Ms. A., however, was very 
open to the idea of Alanon, and in fact, 
seemed empowered by the process of openly 
discussing Mr. A. 's drinking for the first 
time. She made it clear to Mr. A. that she 
was going to follow the advice of the experts, 
and she was not going to allow herself to be 
abused any longer. Mr. A. did agree to attend 
an A.A. meeting with Ms. A.'s strong state
ments as impetus. 

The substance abuse counselor arranged for 
Mr. A, to go to an A.A. meeting heavily 
attended by police officers. He came to the 
next session stating that the meeting was not 
as bad as he had expected. He also expressed 
surprise that so many "stand- up" guys were 
involved with A.A. Ms. A. al;,1o reported 
having had a positive experience at Alanon. 
They were both praised for the work they 
were doing and encouraged to attend as many 
meetings as possible in the following week. 

The A. 's continued to progress at a rapid 
rate. they were seen for a total of five more 
sessions. Mr. A. became increasingly more 
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honest regarding the manner in which alcohol 
had affected his life. He was able to admit 
that he could not control his drinking and he 
reported several ways he had tried to cover 
up this fact. Simultaneously, the assertive 
attitude Ms. A. had displayed when she 
declared that she was planning to attend 
Alanon became increasingly more refined. 
She described herself as feeling "free and 
unburdened" for the first time in her mar
riage, They both reported an increased 
amount of satisfaction from their relationship 
and more love for one another. 

In addition, as Mr. A. obtained sobriety, the 
A. 's began to address issues in their relation
ship they had previously avoided. Specifi
cally, Ms. A. expressed long held resent
ments she had regarding Mr. A.'s family. 
They were able to discuss this issue and make 
progress toward a resolution of this problem. 

There are also a significant number of clients who are 
not willing to enter a treatment center but who are willing 
to become involved in A.A. The timing with which an 
individual is introduced to A.A. is crucial. An alcoholic 
will frequently develop a negative opinion of A.A. if 
he/she attends meetings to placate others e.g. spouse or 
therapist. The social worker and substance abuse coun
selor will conduct alcoholism focused marital and family 
sessions in this situation in an effort to reduce this resis
tance. 

It is also fairly common for one family member, usually 
the non-alcoholic spouse, to be motivated for additional 
help while his/her partner refuses treatment. The social 
worker and substance abuse counselor wiII work with 
the person on an individual basis while he/she becomes 
involved in Alanon. It is possible in many cases for an 
individual to obtain relief while remaining with an 
actively alcoholic spouse. Often, if the non- alcoholic 
spouse changes, his/her partner is faced with additional 
pressures to alter the problematic behavior. This creates 
a crisis for the active alcoholic and can impel him to 
change. 

This paper has described the manner in which the 
social workers and substance alcoholism counselors of 
the Chicago police Department-Professional Counseling 
Service combine their efforts. The goal in all of these 
alcoholism cases is for the alcoholic to achieve total 
abstinence from alcohol within the recovery program of 
Alcoholics Anonymous. Similarly, active involvement 
in the Alanon Fmnily Recovery Group is the goal for the 
spouse and the other family membel·s. This goal was 
readily realized in the case involving the A .'s, which 
was discussed throughout this paper. This goal is 
achieved in approximately half the cases. Some measure 



of success can be charted in the remaining cases. This 
can take the form of temporary abstinence, more vigorous 
attempts at control, and/or active involvement in Alanon 
by the non- alcoholic family members. Regardless of the 
individual's response to treatment, the diagnosis of 
alcoholism has been explicitly stated. This plants a seed 
that is difficult to ignore. Therefore, when drinking 
related crises reoccur, there is an increased likelihood 
that the alcoholic wiII return to counseling with a more 
favorable prognosis. 
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LAPD'S PEER COUNSELING PROGRAM AFTER THREE YEARS 

. -
Nels Klyver. Ph.D. 

OVer a year ago an LAPD motor officer had reached 
the end of his rope. He found himself facing a seemingly 
overwhelming set of problems that grew larger with each 
day. Finally, he made a decision to "end it all". His plan 
was clear: get on the freeway early in the morning on 
the way to work and crash his motorcycle at high speed 
into a concrete wall under the freeway. Luckily, his plan 
failed, though not for lack of trying; three times he 
attempted to crash and each time his bike glanced off a 
steel retaining wall. When he arrived at his station he 
was ashen faced. A peer counselor who spotted him and 
recognized that all was not well took the officer off duty 
and invited him for coffee. Over the next three hours, 
the motor officer "dumped" his concerns to the peer 
counselor; the first person he had talked to about these 
matters. He was on the road to recovery. Today the motor 
officer is back on the job and fully functional. Although 
most peer counseling involves less "dramatic" situations 
than this, and peer interventions are not usually this direc
tive, thousands of interventions with peer counselors take 
place at LAPD every year where peer support has become 
an officially recognized program. 

When the Peer Counseling Program at LAPD was 
started in August. 1981, LAPD was the first police depart
ment in the country to sanction regular line officers fL'1d 
civilian employees to conduct counseling as an adjunct 
voluntary activity to their regular responsibilities. Last 
year, 1983, our cadre of 200 trained peer counselors 
conducted nearly 4859 hours of counseling with 2001 
individuals. In spite of dire predictions of disaster and 
mishap. the program has functioned without mishap for 
over three years while enthusiasm for the program con
tinues to grow and use of it by depat1ment employees 
has increased each year. Over the last three years we 
have been contacted by more than 60 agencies who have 
heard about our program and wanted to know how to set 
up a program. In this paper, I would like to share my 
ideas on how we got our program going and perhaps 
provide some helpful hints to those considering imple
menting their own program. 

Progrnm Overview 

In the Spring of 1981, two LAPD officers who had 
worked through their own traumas of post shooting situ-
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ations asked Chief of Police, Daryl Gates, to set up some 
kind of peer assistance program. Both felt that they could 
not have made it through their problems without peer 
support. The Chief contacted the Department's chief 
medical officer, Lt. Dave Brath, and asked hiin to explore 
the possibility of a peer support system for the Depart
ment. Subsequently, Dave got together with me and asked 
if I thought such an idea was feasible. Dave and I con
ferred on the project for several months with the addi
tional input of Sgt. Sam Barber from training division 
and Dr. Martin Reiser, Head of the Behavioral Science 
Unit. An ad hoc committee was also formed composed 
of a commander, a captain and several other key 
Departmental representatives. During the six months of 
planning preceding the project implementation, a number 
of organizational philosophical issues were dealt with a 
procedures were tentatively defined. Since there were no 
precedents to guide us on most issues, we spent a consid
erable amount of effort hashing out potential pitfalls of 
various approaches. D~spite our efforts to anticipate the 
potential problems, many important issues for the 
program di.c! not occur to us until the program was well 
under way. Although we may not have made all the 
"right" decisions, our approaches have proven to have 
utility in the successful operation of the program. In the 
Discussion that follows I will present the major issues 
that concerned us and discuss how we handled each. 

Professional vs. Paraprofessionnl 

A basic concern raised carlyon in the development of 
the program was appropriateness of having non-profes
sional officers and civilians counseling their peers. Some 
of our leaders feared that this process would be like the 
"blind leading the blind". After all, they reasoned, wasn't 
that why the Department had Psychologists. It was also 
feared that there might be horrendous legal traps in such 
an arrangement. Anyway, some felt that if it was such 
u terrific idea and safe then why hadn't anyone else done 
it? 

My personal experience with truining counselors con
vinced me that reasonably bright, motivated individuals 
could learn to handle most counseling situations with as 
little us 24 hours of training; if the training was effective. 
Dr. Reiser agreed with me and was highly Sllpportjv~ of 



starting a program. Empirical research also supported the 
effectiveness of paraprofessionals. Professionals have not 
demonstrated measurably superior outcomes compared 
with minimally trained individuals. The results of over 
42 research studies comparing professionals vs. para
professionals on counseling effectiveness, have shown 
that the minimally trained "paras" faired as well as the 
professionals in 29 studies and were rated superior in 12 
studies. (Durlack, 1979). There are several other advan
tages that peers counselors might have over professionals 
in conducting counseling: 

I. They would not be tied to an office and could meet 
people in "neutral" or non-threatening physical locations 
such as cafes where the counselee might feel more relaxed 
than in an office. 

2. Since the police popUlation is very stable and "nor
mal", most counseling could be expected to be short term 
"crisis" type. In this form of counseling it is often desir
able to spend relatively more time with a client during 
the first sessions and to cluster initial sessions closer 
together. The flexibility to accomplish this is much easier 
for the peer than for the professional. 

3. Many of the peer counselors have been through 
difficult experiences in a variety of areas (e.g. death of 
child or spouse, disciplinary issue, drug or alcohol, di
vorce etc.). An individual seeking help often believes 
that someone who has been through what he is experienc
ing is likely to be helpful to him. This may not be the 
case, of course, but the belief may lead to seeking assist
ance and thats what counts. 

Selection of Personnel 

Inititally, I was asked to develop a rigorous screening 
process consisting of an elaborate screening battery of 
tests. This few individuals selected were to wear a special 
identification badge. After all, it was thought, we don't 
want some undesirable types coming in and giving "our" 
program a bad name. Fortunately, after consideration of 
the potential problems with this approach, we came to 
realize how self-serving and narrow minded this position 
was. First of all, among a highly homogeneous population 
of individuals such as our officers, it is unlikely that 
meaningful intragroup distinctions could be derived from 
any selection process. Furthermore, conducting a 
psychological screening could create an impression 
among the rank and file that the program was only for 
an elite, snobbish core of "goody-goody" types. 

In many ways police officers tend to have desirable 
skills and personal qualities to be effective counselors. 
They are highly socialable, like talking to people and 
have a strong desire to be helpful to others. Indeed, police 
officers have been turnmg to peers for help long before 
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psychologists ever approached the police scene. How
ever, in other ways police officers, by virtue of their 
training and experiences, tend to share qualities that make 
the likelihood of positive counseling very unlikely. Their 
work with suspects provides experience in interrogating 
people rather than interviewing them. Thus, they are 
likely to approach encounters with a series of c1osed
ended questions seemingly designed to get down to "the 
truth". Officers are also used to taking charge and quickly 
resolving situations. In counseling, of course, premature 
advice giving and jumping to conclusions is invariably 
not helpful. Despite these concerns, [ still believed that 
the strong motivation to be helpful could outweigh these 
tendencies if effective direction and training were pro
vided. 

Since there seemed to be no inherent advantage to a 
selection process, we decided to drop all but the most 
basic screening criteria and make the program basically 
a voluntary, self selection model. Currently, the program 
requires only willingness to be available, submitting to 
the training, not currently being in therapy or the subject 
of an Departmental investigation,and the approval of the 
volunteer's commanding officer. Included in the au
thorized limit of 200 coullselors are officers who have 
had problems with the department and those who are 
considered sterling l!xamples. All ranks from the lowest 
patrol officer through commander are represented. Also, 
about 20% of the peer counselors are civilian workers. 

Training 

The training program r developed attempted to offer 
the peer coun,;elor the most useful and practical learning 
experience thilt could be provided in a reasonable period 
of time. r tried to include only material that would have 
utility and impact in the doing of counseling and left out 
the nice to know but non-essential material. In order to 
facilitate an active learning atmosphere, training was con
ducted in a team taught workshop format by Dr. Klyver 
and Sgt. Barber and the size of each group was restricted 
to 18 which permitted a high amount of interaction be
tween instructor and student. 

Essentially, the training program is a skill development 
workshop where active learning opportunities are 
maximized and passive lecture-type training comprises 
less than 25%. The orientation of the counseling model 
follows a crisis theory orientation (cf. Carkllf.f, 1973,' 
Truax and CarkujJ, 1967; Ivey. 1971). 

Workshop topics include: the place of brief counseling, 
crisis theory, differences between brief paraprofessional 
counseling and professional therapy, identification and 
recognition of behavioral, emotional and physical signs 
of distress, active listening skills including open vs. 



closed questions, paraphrasing, echoing, summarization, 
and feedback of conflict, assessment skills (particularly 
to distinguish between the need for long or short term 
counseling), and problem solving skills which examined 
three levels of intervention: non-directive, cooperative, 
and directive. Another block focused on when and how 
and to make referrals and provided the counselors with 
information on who to contact. A special block of training 
was conducted by Sgt. De-Coup-Crank on Alcohol and 
drug abuse. The instructors demonstrated typical pitfalls 
and counseling and modeled positive interactions. Work
shop students practiced skills in small groups and received 
individual coaching and feedback. On the last day of 
training the workshop was broken down into four small 
groups and four actors rotated through the groups; each 
presenting a different problem. Four psychologists served 
as group facilitators and also rotated through the groups. 

As predicted, fewer than one percent of the volunteers 
were able to perform counseling skills at even a marginal 
level at the outset of the training. Even after they were 
shown what to do and had viewed demonstrations, when 
called on to perform they lapsed back into interrogation 
and advice giving. However, by the end of the workshop 
the level of performance of nearly every individual had 
risen to very acceptable levels. Psychologists who partici
pated as group facilitators on the last day of training were 
asked for feedback on skill levels of the workshop par
ticipants. There was nearly complete consensus on the 
high level of competence achieved. Several of the 
psychologists who also taught master level counselors 
felt that the officers performed in a superior fashion com
pared to their graduate students. 

Program Operation 

In 1983 peer counselors conducted counseling sessions 
with an average of 167 clients per month for an average 
of 405 hours per month. These figures were obtained 
from a monthly information sheet mailed to each peer 
counselor. Each counselor indicates the number of ses
sions and hours conducted and the general classification 
of the major problem area. No information about the 
client or anything that might personally identify the coun
selee is given out. 

During 1983, the following averages for each area of 
counseling were obtained: 

1. Job concerns: 
2. Relationship: 
3, Disability: 
4. Death: 
5. Alcohol: 
6. Financial: 

32.4% 
29.4% 
12.9% 
11.8% 
6.5% 
3.3% 
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Data from 1984 statistics indicate that the program has 
increased in usage: as has been the case every year. These 
statistics do not, however, shed light on how the program 
functions in practice. One crucial process issue is how 
officers make contact with peer counselors. There are 
several possible mechanisms for contact. First, a list of 
all peer counselors and phone numbers is posted at each 
geographic area. Second, a confidential list' of peer coun
selors, containing each counselor's home phone number 
and area of special interest in counseling is maintained 
at the program coordination center at Medical Laison 
Section and at the Department's Behavioral Science Ser
vice office. Also, every trained peer counselor is also 
issued the confidential list. From informal reports, how
ever, these "formal" channels account for fewer than 2% 
of contacts. By far the most common manner in which 
a counselor is contacted is through personal knowledge 
of the counselor and informal encounters. Making a deci
sion to seek help is often a difficult process particularly 
for a police officer who is used to being in control of 
situations. Connecting with a peer counselor may require 
less effort and sense of acknowledgment of need for help 
than arranging to see a professional. As has been discus
sed, the process of connecting with a peer counselor is 
often more flexible than for a professional. 

Confidentiality 

In a police environment where suspiciousness com
monly reaches paranoid dimensions, a peer counseling 
program would not survive very long if it were perceived 
to be a "t.ool" for management to "get the goods" on 
officers. Managers also need to be convinced that the 
program won't be used to cover up problems or to prevent 
them from doing their jobs. The Chief of Police has 
granted peer counselors a limited but significant degree 
of confidentiality. They are given a privileged communi
cation status for all but "criminal acts" and "serious mis
conduct". The term "serious misconduct" was selected 
by the chief because it is intentially somewhat vague. In 
certain situations, a peer counselor is encouraged to check 
with the OIC of Medical Laison Section for clarification. 
In a difficult situation, the OIC might exercize an option 
to confer with others before making a final determination. 
So far, in three years of operation, this has not proved 
necessary. 

Special Privileges 

Peer counselors at LAPD have been granted certain 
special benefits in order to enhance their ability to func
tion. First, they are entitled to use Department facilities 



and equipment (such as cars) if they should need them. 
They may put in for overtime (although fewer than one 
percent of the hours spent were overtime). Finally, though 
most peer counseling takes place off duty, they may, 
with the approval of a supervisor, counsel someone on 
duty. This is likely to occur in emergency situations. 

Sgt. Jack De-Coup-Crank has been assigned by the 
department to act as program coordinator. Jack works 
out of the Medical Laison Section which provides addi
tional links to referral services and support. 

CONCLUSION 

Several offshoots of the general peer counseling 
program have also taken place. One highly visible group 
is the widows support group. Another, group composed 
of knowledgeable individuals in tax law and other related 
matters is the financial counseling team. 

The program also functions with the support and aid 
of LAPD's Behavioral Science Unit. Often peer coun
selors will ask for professional help and advice on hand
ling a case. "In-service" workshops and get togethers are 
provided by professional staff to keep up skills and pro
vide help. I also head a group of five part time consultants; 

124 

all licensed psychologists who are assigned to all the 
field areas. They are also available to assist a peer coun
selor who might encounter a sticky problem. 

Overall, I believe peer counseling provides a powerful 
and highly support system which makes better use of a 
psychologist's time than if the psychologist were to take 
on all the counseling himself. Perhaps it would be may 
suggest an important role for the psychologist as a trainer 
and consultant rather than exclusively the more traditional 
role of provider of direct services. 
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'-"0 1.).02.0 (4-73) INTRADEPARTMENTAL CORRESPONDENCE 

November 18, 1981 
2.1 

TO: All Staff and Command Officers 

FROM- Commanding Officer, Personnel and Training Bureau 

SUBJECT: PEER COUNSELING PROGRAM 

The Chief of Police has directed that a "Peer Counaeling 
Program" be provided for Police Department personnel. The 
program is under the administrative control of the Medical 
Liaison Section, Personnel Division, with functional direction 
provided by Behavioral Science Services, Personnel and Training 
Bureau. 

The Peer Counseling Program can best be described ~s an 
employee assistance program designed for personnel in need of 
help in times of personal or professivnal crisis. Peer 
counselors who have expressed an interest in being of 
assistance to their fellow officers in such circumstances may 
be part of a support network available to respond to employees 
who express the need for someone to listen to their problems. 
The program is not intended as a replacement for professional 
services provided from within or outside of the Department. 
Instead, it is a program designed to complement current 
resources available to Department personnel. 

The current list of peer counselors numbers thirty-five sworn 
and civilian personnel from throughout the Department and 
includes sworn employees from the rank of Police Officer 
through Captain. Each peer counselor participated in a 
three-day training workshop designed and conducted by Dr. Nels 
Klyver of Behavioral Science Services. A workshop is scheduled 
for December 1-3, 1981 and two additional workshops are 
anticipated in January and March of 1982. 

Staff and command personnel should view the Peer Counseling 
Program's mission as one of support for their personnel. Not 
all employees respond to professional assistance or management 
involvement in the same way. Many employees gain support and 
confidence from those who have been through similar experiences 
and with whom they can share their particular problems. That 
is where the strength of the Peer Counseling Program lies. 

Hopefully, the re~ltation of the peer counseling copcept will 
grow and Department personnel will seek out the help and 
strength of their peers and fellow employees in times of crisis. 
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September 4, 1981 

NOTICE 

All Personnel 

Commanding Officer, Personnel and Training Bureau 

VOLUNTEERS FOR THE PEER COUNSELING PROGRAM 

The Peer Counseling Training Committee is seeking volunteers 
for the Peer Counseling Program. The purpose of this program 
is to provide all Department employees with the opportunity for 
peer support through times of personal or pr9fessional crisis. 
Employees who wish to learn more about becoming a part of this 
Peer Support Group are invited to co~tact Sgt. J. DeCoup*Crank 
oc Lt. D. Brath, Medical Liaison Section, Personnel Division, 
extension 4087. 

The Peer Counseling Program has been created out of the needs 
of two employee groups. One of the groups includes employe~s 
who are off-duty, possibly on a long term basis, and are 
experiencing difficulty with the transition during recovery and 
return to duty. These employees frequently experience a number 
of personal problems which lend themselves to assistance from 
peers. T~e second group i~cludes employees who undergo some 
par ticu lar ly stressful on-du ty ,exper ience, such as an 0 f f icer 
involved shooting, or experience emotional distress in any 
other part of their lives. These employees often would benefit 
Erom an especially supportive relationship during the s~ressEul 
period. 

Volunteers will be assigned to a three day Peer Counseling 
Training Program on a space available basis. The class-size of 
this program is, necessarily, limited. It is repeated 
periodically and assignments to this program are made by the 
Peer Counseling Training Committee. 

D. D. DOTSON, Deputy Chief 
Commanding officer 
Personnel and Training Bureau 
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Peer Counseling Program 
Page Two 

The support of the Department's staff and command officers 
during the implementation period is vital to the program's 
success. Individual officers involved in helping their fellow 
employees will need the support and, sometimes, guidance of 
their commanding officers. The dividends in reduction of 
employee time lost to illness and injury and in salvaged 
careers and lives will be well worth the commitment and effort 
we,give. 

~ ~~;6TSON, Deputy Chief 
Commanding Officer 
Personnel and Training Bureau 

Distribution "M" 
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HWAN RESORCES OI:VELOP/·1ENT PR(;GRAl~ 
Medical Liaison Section, P.O. Sox 30158, Los Angeles, CA 90030 (213) 485-4087 

November·2, 1982 

TO: All Peer Counselors 

FROM: Chairman, Peer Counseling Committee 

SUBJECT: PEER COUNSELING GUIDELINES 

On· October 28, 1982, Captain John Higgins, Chairman, Human 
Resources Development Program (HRD) , and myself met with the 
Chief of Police and the three Assistant Chiefs regarding our 
proposed Peer Counseling Guidelines. I am pleasea to inform 
you tha t the guide lines \'/ere approved as .submi t ted wi th some 
minor changes. Additionally, the issue of overtime was 
clarified and approved for both HRD activities and Peer 
Counseling. An overtime code has been identified for the 
use of Peer Counselors, and a written order r~garding the 
use of overtime is forthcoming. 

I feel it is important to inform you that the attitude of the 
Chief of Police and the three Assistants was one of support 
and affirmation for the program and its objectives. I fO'lnd 
all parties to be genuinely concerned and committed to the 
positive \-,elfare of all members of our Depnrtment. 

Lastly, I would like to thank each one of you for your dedicated 
and sincere su?port during this last ye~r. The challenges h~ve 
been many and the rewards fe\v. I am particularly saddened that 
our friend and supporting member, Lieutenant Dave Brath, is 
not with us to share in the fulfillment of a program he was so 
dedicated to, 

~~?~ 
Jerry L. Powell, Sergeant 
Chairman 
Peer Counseling Committee 
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GUIDELINES OF THE 
PEER COUNSELING PROGRAM 

I. PURPOSE OF THE PROGRAM 

The purpose of the Peer Counseling Program is to provide 
all employees with the opportunity for peer support through 
times of personal or professional crisis. 

Intended Results 

1. To provide a readily accessible sUFPort network of 
employees willing to be of service to employees who 
express a need for assistance. 

2. To promote trust and appropriate anonymi~y and 
confidentiality for employees participating in 
peer counseling. 

3. To develop employee ability to anticipate personal 
conflicts and an awareness of available alternatives 
for self-help. 

4. To maintain an effective, ongoing peer counselor 
training process. 

II. PARTICIPATION IN THE PROGRAM 

A. Selection Criteria 

1. Expressed desire to be a Peer Counselor. 

2. Proficient rating. 

3. No work restrictions involving psychological' stress. 

4. Commanding Officer endorsenent. 

S. Not the object of a serious or major investigation 
or suffering serious personal problems. 
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Peer Counseling Guidelines 
Page Two 

6. Employees shall be requested to complete a Form 15.7 
(Employee's Report) which will contain the following 
information: 

APPLICATION/COr.1MITMEllT 

I wish to participate in the Department's Peer 
Counseling Program and to that end am.willing to 
be of service to fellow employees who express a 
need for assistance. 

I a~ not now the object of a disciplinary investi
gation of serious misconduct and am not suffering 
from nor being treated for any serious personal 
problems. My commanding officer is aware of my 
intention to participate in this ~rogram and has 
expressed no objections to that participation. 

If any of the above conditions should subsequently 
change, I agree to bring that to the attention of 
Medical Liaison Section. 

B. Rejection and Removal Criteria 

In the event that an application for the Peer Counseling 
Program fails to fulfill the selection criteria, the 
application shall be rejected. If selected for the 
program and any of the selection criteria change, a 
Peer Couns~lor may be removed. In both instances such 
a decision will be subject to the review of the Officer
in-Charge, Medical Liaison Section, and the Peer 
Counseling Committee. 

III. TRAINING CBJECTIVES 

A. Peer Counseling Training 

The initial peer counseling training (conducted over 
a three-day period under the direct supervision of a 
licensed psychologist working with the Behavior Science 
Services Section) is intended to provide a basic under
standing of and techniques in the following areas: 

1. Crisis Identification 

2. Crisis Intervention and Counseling 

3. Listening Skills 
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Pee~ Counseling Guidelines 
Page Three 

4. Assessment SkillG 

5. Suicide Assessment 

6. Alcohol and Substance Abuse 

B. Follow-up Training 

A series of perodic support training programs will be 
conducted with the assistance of specialists in the 
following areas of expertise: 

1. Problem-solving workshops 

2. Referral Workshops 

3. Advanced Skills l'lorkshops 

4. Sharing Workshops 

5. Counselor Fellowship 

6. Alcohol and Substance Abuse Workshops 

C. Training Coordination 

The Peer Counseling Program Coordinator is responsible 
for maintaining liaison with Training Division and 
outside consultants in the coordination of scheduling 
and locations of training and workshop sessions. 

IV. PEER COUNSELOR RESPONSIBILITIES 

1. Undergo a screening process to determine suitability to 
serve in this capacity. 

2. Attenu the Peer Counseling Training Seminar in Counseling 
techn.Lques. 

3. All counseling should be rendered on a voluntary basis. 
Cpuns~ling may occur on or off duty. 

4. All services rendered will be freely accepted by the 
receiving person. 

5. Counsr.~lor:::; will agree to be contacted and, if practicable, 
respond at any hour. 
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Peer Counseling Guidelines 
Page Four 

6. Assignments to contact employees who are seeking 
assistance will be accepted if made by the Medical 
Liaison Section unless extraordinary circumstances 
prevent acceptance. Thg Medical Liaison Program 
Coordinator will be advised when contact has been made. 

7. Counselors will attempt to develop a sincere rapport 
with the individual employee and maintain reasonable 
confidentiality as adopted by the Peer Co~nseling 
Committee. Each person's situation is bound to b~ 
unique. The Peer Counselors' mission will be to help 
individuals identify their own concerns and to assist 
these individuals in helping themselves. 

8. The Peer Counselor will maintain a reasonable attempt 
to remain available to the individual and offer 
additional support if necessary. 

9. Maintain contact with Medical Liaison Section for 
debriefing and ongoing review of participation. 

V. CONFIDENTIALITY 

One of the most important responsibiljties of a Peer 
Counselor is the promotion of trust, anonymity and 
confidentiality for employees who seek the assistance 
of the Peer Counseling Program. Therefore, communication 
between a peer counselor and a counselee is considered 
privileged by the Department except for matters which 
involve violations of the law or serious misconduct. 
If concerns arise, counselors shall contact the Hedical 
Liaison Section for advice and assistance. 

VI. PEER COUNSELING PROGRMI STRUCTURE 

A. The Role of the Peer Counseling Committee 

The P~er Counseling Committee will act as the policy 
setting board for the Peer Counseling Program as a 
subcommittee of the Hwnan Resources Development Program 
of the LAPD. The O.I.C., Hedical Liaison Section, will 
serve as a member of the Committee and Executive Director 
of the program. The reviewing officer for the Peer 
Counseling Committee is the Commanding Officer, Personnel 
and Training Bureau. 
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Peer Counseling Guidelines 
Page Five 

B. The Role of Medical Liaison section 

1. Maintain and coordinate liaison between Peer 
Counselors, resource persons, and the Department. 

2. Recruit and coordinate the screening of the Peer 
Counselor applicants. 

3. Coordinate training of Peer Counselors. 

4. Develop resources to assist individuals when 
problem areas are identified. 

5. Maintain a confidential file of reported contacts 
by Peer Counselors for statistical purposes. 

6. Maintain an accounting of resources utilized by 
the program 

C. The Role of Commanding Of.ficers 

Staff and command personnel should vie ... , the Peer 
Counseling Program's mission as one of support for 
their personnel. Individual officers involved in 
helping their fellow employees will need the support 
and, sometimes, guidance of their commanding officers. 
The Program's support by the Department's staff and 
command officers is vital to its success. 

VII. COMHUNICATIONS 

A. Peer Counseling Network 

The Peer Counseling Program will establish an organiza
tional network by which counselors can have input into 
the administration of the program and which will provide 
necessary support and supervision for their efforts. 

B. Newsletter 

The Peer Counseling Program will distribute a periodic 
newsletter which will contain items of information 
regarding the program, such as training workshop notices, 
suggested reading material, helpful counseling hints, 
and referral information. The newsletter will also be 
used ~s a communications device between counselors and 
the M~dical Liaison Section. 
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Peer Counseling Guidelines 
Page Six 

VIII. OVERTIME GUIDELINES 

The role of a Peer Counselor will be to provide assistance 
in time of need, but that assistance should not extend 
to prolonged periods of time which might amount to a 
custodial role. In most cases, peer counseling should 
take the form of on-duty ~eetings of relatively short 
duration, usually not excaeding four hours.' In the 
event that overtime is required, it shall be authorized 
in advance by the counselor's immediate supervisor or the 
Medical Liaison Section. It shall be the Peer Counselor's 
responsibility to notify Detective Head~uarters Division 
when he or she plans to revert to on-duty status, whether 
or not they seek overtime compensation. 

It should be noted that on October 2B, 1982, the 
Chief of Police approved the overtime guidelines 
for peer counseling activities. At that time it 
was agreed that compensation for peer counseling 
activities shall be in the form of time-and-one-half 
time compensation rather than cash c~mpensation. 

IX. USE OF DEPART~ffiNT EQUIpr~NT AND FACILITIES 

Peer Counselors may seek the use of available Department 
resources, including Department facilities and vehicles 
while they are assisting fellow employees. Facilities 
such as those offered by the Catholic Archdiocese of 
Los Angeles may also be utilized. 

Department faciliites and vehicle will be used with the 
knowledge and approval of the immediate supervisor 
responsible for the involved equipment or facility. When 
questions may arise, the O.I.C., Medical Liaison Section, 
or the Peer Counseling Program Coordinator should be 
contacted. 
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Peer Counseling Guidelines 
Page Seven 

X. DISCIPLINE 

A. Internal Investigations 

It may occur that a Peer Counselor is counseling an 
individual who is currently or becomE.s the subject of 
a disciplinary investi3ation. A counselor should be 
guided by the confidentiality policy of the Peer Coun
seling Program; however, counselors may not hamper or 
impede the actual investigation nor may they attempt 
to shelter the individual from the Department. The 
Peer Counselor's role in disciplinary situations should 
be one of support in helping individuals through the 
problems they may face in the disciplinary process. 
If at any time Peer Counselors find it necessary to 
invoke the confidentiality provisions of the program, 
they should consult with Medical Liaison Section for 
guidelines and assistance. 

B. Testimony at Hearings or Board of Rights 

Peer Counselors may participate as witnesses before 
boards and hearings as any Department employee would. 
They are free to testify on behalf of another employee 
and with the permission of the employee provide 
information which would normally be considered 
confidential. ~oJhen asked or subpoenaed by the Department 
or other board or body to provide testimony, Peer 
Counselors shall appear and testify. They should make 
it known that their relationship with the individual 
has been that of a Peer Counselor. They should be 
free to respond to questions asked about their knowledge 
of the individual without violating the cO'-'.::identiali ty 
of that relationship. . 
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------------------

CRITICAL ISSUES IN POLICE PEER COUNSELING 

James I. Linden, Ph.D. 
Sgt. Robin Klein, Ph.D. 

Peer counseling for police officers is an idea whose 
time has come. We have long known that policemen 
have one of the most stressful and least appreciated jobs 
in our society. They are expected to be there in times of 
need, to risk their lives without hesitation, to protect us 
from those parts of society which threaten our well being, 
and to be above reproach in the conduct of their personal 
and professional lives. 

These expectations are patently impossible. Add to 
this job description a work environment that often chokes 
itself with endless bureaucratic mumbo jumbo and you 
have a situation set up for failure. Completing the picture 
is the fact that most police officers have a highly 
developed, deep-seated mistrust of anyone who is not a 
cop. This mistrust often turns into outright paranoia when 
the "other" is a shrink. And that is why peer counseling 
for police is one helpful avenue to pursue to ameliorate 
problems of officers. Simply put, no one else understands 
what it's like to be a cop better than another one. 

This paper will describe one training program con
ceived two and a half years ago and implemented in 1983 
by the State of California Commission on Peace Officer 
Standards and Training to train a cadre of officers 
throughout the state to provide a psychological support 
system for its peace officers. The original idea for this 
P.O.S.T. certified program was inspired in large part by 
the Los Angeles Police Department Peer Counseling 
Program under the direction of Dr. Nels Klyver and Sgt. 
Sam Barber which has been in operation since 1981. The 
peer counseling concept as an organized approach to 
helping police officers had been implemented in Boston 
even before the Los Angeles program began, so the 
program throughout California is neither brand new nor 
unique. The major innovative thrust of this program is 
the attempt to network an entire state's law enforcement 
system into a self-support system run for and by peace 
officers themselves. A long range goal of our program 
that may eventually tic the entire state together is an 
"800" telephone hotline staffed by trained officers 24 
hours a day with referral lists of peer counselors in every 
area of the state. But that is in the future. Let us describe 
what has been put into practice at this time in California. 

The three day training program in peer counseling is 
run through the Center For Criminal Justice Research 
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and Training at California State University, Long Beach. 
Descriptions of the program are sent in a brochure to all 
law enforcement agencies throughout the state. An 
agency which desires to send one or more officers to the 
program registers and pays fees to the Cent~r and gets 
reimbursed from P.O.S.T. Instructor's fees and other 
costs such as supplies are paid by the Center from monies 
received. 

The number of participants in each course is about 16. 
We had experimented with closer to 18 or 20 recently, 
but found that the intensity of the instruction became 
diluted. Because of the personal nature of the course, we 
have returned to a maximum of 16 students per class. 

Each student receives a 100 page training manual that 
includes a section on how to do counseling and several 
articles covering specific problem areas that they are 
likely to encounter in their work. the training lasts 24 
hours spread over three days. After a brief introductory 
session, during which the course is outlined and students 
and instructors introduce themselves, the teachers move 
into the first major component of the course-learning 
basic counseling skills. Techniques such as echoing, 
reflection of feelings, concreteness and many others are 
explained by the instructors, demonstrated by them in 
one or two role-playing exercises in front of the entire 
class and then practiced individually by each officer in 
small groups of three or four. It is in these practice 
groups, through which the instructors rotate to give feed
back, that the acquisition of skills takes place. It is in 
these small groups that officers who have not talked about 
their feelings in years begin to take risks. It is in these 
groups that men who have not cried since childhood have 
allowed themselves to break down and trust another 
person with their tears. In short, it is in these groups that 
the real learning of how to become a counselor takes 
place. 

After the "how to's" of counseling have been discus
sed, demonstrated, and practiced, the second major com
ponent of the course begins: application of the skills to 
specific problems the counselors are likely to encounter. 
A partial list of th~ problem areas includes relationship 
conl1icts, divorce, alcoholism and drug problems, post
critical incident reactions, suicide threats, burnout, and 
problems with supl!rvisors and department bureaucracy. 



Each of the problem areas is briefly discussed by the 
instructors (sometimes supplemented by a video tape on 
the subject), a sample problem in the area is acted out 
by them in front of the class, and the small group practice 
sessions complete the three phase model. 

During the final day we give the students some specific 
guidelines on how to set up a Peer Counseling Program 
in their own departments. We suggest the following: 1) 
that they appoint one officer to be the coordinator of the 
program; 2) that they have one or more local professionals 
in the community provide backup for serious cases, and 
3) that they meet on a regular basis with each other to 
go over especially difficult cases or problems that have 
arisen. 

We have discovered that the personal nature of the 
three-day course is one of the key elements of the training. 
Anyone connected with law enforcement will know that, 
generally speaking, officers do not open themselves up 
to anyone else about their innermost problems, even to 
other officers. As a matter of fact, however, sharing 
personal problems with each other has been the single 
most helpful part of the training for those who have gone 
through it so far. Knowing that others have problems the 
same as we do is a liberating feeling and has given the 
trainees the confidence to open up in ways that they 
hadn't done before. When that type of openness begins 
(and it's usually the first day) the real training starts. 
That is what the participants will deal with when they 
get back to their departments and begin to function as 
peer counselors. 

Just as professional therapists should have their own 
therapy to know what it's like to be on the "other side 
of the couch", so should peer counselors have the experi
ence of talking about their personal selves to someone 
else. It isn't easy to open up to someone else, and police 
officers are notoriously bad at it. Their personalities are 
the stereotypical male in our culture: strong, silent, in
charge, never vulnerable, emotionless, fearless and 
aggressive. Whether police work attracts this type of 
"super male" personality or whether people become this 
way as a result of the job is a question beyond the scope 
of this paper. What is important is that peer counselors 
(who are generally not as bound up emotionally as other 
officers) must understand that perhaps the toughest thing 
their counselee has ever done has been to come to them 
for help in the first place. They must respect and support 
the officer for reaching out. The best way to really under
stand and support this kind of vulnerability is to experi
ence it yourself and to be a counselee as part of the peer 
counseling training. 

An important aspect of the class has been the team 
teaching approach combining the on the job experience 
of Sgt. Klein with the clinical background of Dr. Linden. 
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Throughout the three days, the two instructors are able 
to present to the class a blend of perspectives that combine 
the two worlds which are, in fact, required of peer coun
selors to perform their jobs well: an understanding of the 
realities of the cop's world, and a clinical sensitivity to 
people's problems. In virtually every aspect of the train
ing, both perspectives are essential. In addition, the rap
port that exists between the two instructors is a model 
for the students that cops and shrinks can work together 
and learn from each other. 

We emphasize that we are not training 'police officers 
to become professional psychotherapists. In three days 
that is patently impossible, and we tell the students that 
up front. What we are aiming for is to train sensitive 
listeners who can provide limited supportive counseling 
for their peers. Among the skills taught in the course are 
the ability to assess the severity of the problem and how 
to decide what types of problems should be referred for 
more professional help. Suicide potential, alcoholism and 
psychotic behaviors are some obvious examples of cases 
in which referrals would be made. 

The issue of whether a peer counseling program should 
be sponsored and sanctioned by the department brass is 
a sensitive one. On the one hand, some departments 
which have in-house psychologists involved (like 
L.A.P.D.) have found it helpful to have the program 
approved at the highest official levels (i.e. the Chief 
himself). It is sanctioned and recognized by management 
as a viable, important part of the ongoing functioning of 
the department. they have apparently overcome the skep
ticism that some line officers feel that the counselors may 
be conduits for Internal Affairs investigations or the like. 

On the other hand, many departments feel that a peer 
counseling program should be run by the line officers or 
the Police Officers Association, independent of manage
ment control. The arguments for this approach are that, 
by definition, a peer counseling program is a program 
that is run for and by the officers, and that to ensure total 
confidentiality, as well as the appearance of total confi
dentiality, the entire operation should be free of higher 
level control. 

My opinion is that the structure of the program should 
be determined by the nature of the relationship between 
management and officers in each individual case. We 
have worked with over thirty departments throughout the 
State of California during the last two years and have 
found both situations to be prevalent. Many of our stu
dents report that they would rather keep a low profile 
and perform the peer counseling on their own. Others 
express the desire to be officially sanctioned by upper 
management. 

One factor that should not be overlooked is the ques
tions of how the idea is presented to management. If the 



program is suggested by line officers, it must be presented 
in a way that gives management the message that these 
are not going to be legitimized "bitching sessions" against 
the brass, but rather an opportunity for officers to vent 
their problems in a confidential setting, before they begin 
to interfere with their job performance or family relation
ships. If the idea for a peer counseling program is 
suggested by management it must involve lower level 
officers almost from its inception so that it has the trust 
of all levels of the department. It should not be seen as 
"the Chiefs program" as many officers may be reluctant 
to utilize it, disclaimers of total confidentiality not
withstanding. 

Another issue that requires attention is that of ongoing 
training or supervision of peer counselors after they have 
been trained. This is one aspect of our statewide P.O.S.T. 
program that has not been implemented at this point. 
Many of our student officers have contacted Sgt. Klein 
or Dr. Linden for as-needed consultations or for a referral 
source. However, at this point no formal follow-up has 
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been implemented within the structure of the program. 
P.O. S. T. officials have indicated a desire to set up follow
up programs in the Northern and Southern parts of our 
state in order to strengthen this aspect of the program. 

To summarize, the California P.O.S.T. model of 
Police Peer Counseling is one attempt to provide more 
opportunities for police officers to ventilate their frustra
tions and daily stresses in the confidentiality of a coun
seling relationship. It is a model implemented on a 
statewide level that in its final form will tie together a 
great many departments throughout the state into one 
multifaceted peer counseling network. It is not in its 
completed format this writing. There needs to be more 
adequate follow-up to the initial training, aQd the 800 
telephone crisis hotline is now only a concept. However, 
we believe that in our first two years of operation we 
have taken an important first step toward providing a 
comprehensive and well conceived program for statewide 
training of police peer counselors. 



FAMILY THERAPY ISSUES IN LAW ENFORCEMENT FAMILIES 

Mark S. Means, M.A. 

What I am about to present to you may seem negative, 
but believe me, that is not my intent. I just want to share 
some observations I have made in my practice as a mar
riage and family therapist that might have some meaning 
to you. 

In Alabama last year there were over 35,000 divorces. 
35,000! When you consider that every marriage tends to 
have at least two peop!e involved. Now days who knows? 
That means there are 70,000 people involved in the di
vorce court each and every year in Alabama. But let's 
go on, there is at least two children per marriage which 
means a total of 140,000 people directly involved in 
broken homes, not to mention the uncountless grieving 
grandparents and other relatives lying along side the road 
of "broken relationships". Unfortunately, many of these 
families come from the local police force. 

These are alarming facts to the marriage and fanl!l) 
therapist, but the most frightening issue is the inabilit) 
of the local police force to recognize some very important 
and basic facts about the police family. 

I'm sure at this point I may seem negative, but families 
are being chewed up and spat out by a society that says, 
"actualize self, do your own thing, look out for number 
one", when this therapist feels that they really are wanting 
something that will help them make some sense out of 
a "no-sense" world. 

As I see it there are five basic reasons (although there 
are many more) that families are suffering the deathblows 
of if not a broken home, at least a chaotic one. For each 
authentic need r describe there is also a counterfeit that 
has been produced by our society ... look if you would at 
some issues that this writer has ohserved in practice. 

AUTHENTIC 

Sharing/Listening 
Quality/Q"i.!antity Time 

Unconditional Love 
Self-Esteem 
Servanthood 

COUNTERFEIT 

Talking/Hearing 
Quality Time 
Conditional Love 
Self-Actualization 
Self-Centeredness 

I. At surface level when we think of communication, 
we think of someone talking in an audible fashion und 
someone to hear those sounds. True communication 
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comes from sharing something that you think has value 
to someone who not only hears your audible sounds, but 
interprets the meaning of them. They even help you say 
what it is you are trying to communicate. It has been 
discovered that only lO% of communication is done 
through verbal communication. Imagine! 

That means there is about 90% more effective and 
maybe unconscious ways we communicate, such as body 
language, the tone, voice inflexions, facial expressions 
and attitude. I have observed through testing police 
officers with the MCMI (Millon Clinical Multiaxial 
Inventory) that come to me for marriage and family 
therapy that they have high scores in Compulsiveness, 
Narcissism and Avoidance scales. One thing we do know 
in family therapy that the perfectionistic, workaholic, 
obsessive-compulsive individual often becomes that way 
in an attempt to hide or avoid dealing with inner feelings. 
As long as "I am busy and doing something out there, I 
don't have to deal with the emotional struggles that go 
on in and around me". The workaholic often says I stay 
ut work and get lost there because to come home and 
deal with family issues and my mates need for intimacy 
is very difficult", it becomes an anesthetizing affect. 
Muny "police kids" often say, "Dad never listens, he 
only hears what he wants to hear". So then, listening is 
an active time-consuming event, rathe,' than a passive, 
unconnected method ot' communicating. Many of the 
officers I have seen tell me of a father that didn't really 
"listen to me", a father that was afraid to hook-up to 
those inner feelings "I might have had". Dr. Lloyd 
Ogilvie states, "All of us want S0meone to know us, 
really know us and not go away". Dr. E. Stanley Jones 
tells us that "humans have a great need to conceal, but 
an even greater need to reveal". It se,ems we all really 
need someone to listen to us and know who we are inside. 
For the therapist, it is immensely important job to help 
the family provide a "safe" place where a risk can be 
taken for you to know me. 

2. In Birmingham, therapists often meet together to 
discllss cases and as we shared one day, we began to 
notice a basic pattern about time spent together in police 
families. There seemed to a justification of how time 
was spent with the family. Comments like, "I know I 
can't spend quantity time with Johnny, but I give him 



quality time! While I understand that there are unbeliev
able financial and time pressures on the police officer, 
and thnt their work schedule is demanding at times, there 
is still a price to pay for this concept, maybe too high a 
price. James Dobson in his book, "Preparing for Adoles
cence" gives an illustration of a man going to the finest 
steak-house in the city and ordering the most succulent, 
juicy, grain-fed, medium-rare steak in the house. After 
waiting 30 minutes the waitress finally brings the dinner. 
As the diner lifts up the cover to his entre, to his surprise 
he finds a one-inch square of meat. A point to be made 
is that while quality is very important, so also is quantity. 
For an inter-personal relationship to be healthy and family 
dynamics to be open and nurturing, there must be quantity 
and quality time spent with each member. How many 
times do we hear kids in our office tell of how their 
parents have tried to compensate by giving their children 
things, money and permissiveness hoping to compensate 
for not being able to have the time to be "with" them. 

3. How many of us have felt loved only if we did 
things a certain way. If we were thinner-heavier, taller
shorter, more hair-less hair, bigger breasts-smaller 
breasts, give good sex-less sex, good grades-bad grades, 
made lots of money-made less money, then we could be 
loved. If we could only change and meet the condition 
that others put on us we could finally be truly loved. Of 
course, this is called "conditional love", "Conditi.onal 
love" says, "I'll love you if ... when ... because" , and just 
maybe then you'll have my love. How tragic! "Uncondi
tional love" says "I love you, period. "You don't have 
to be anything or do something or look a certain way." 
It seems to me that as families come to me, especially 
police families, there is an unconscious value that when 
you meet certain standards "you can be accepted by me, 
because I have had to meet those standards in the force 
and it's good enough for you". It seems that this quality 
of love is definitely taught inter-generationally. It wa:; 
modeled by their parents and their parents parents and 
so a dysfunctional attitude becomes pervasive not out of 
malice or unloving attitudes but becausc no onc ever 
taught them how to love that way. 

For the therapist there is a task of "teaching the family 
how to love the person "Unconditionally". By teaching 
the family that while loving people is unconditional, 
aCl-eptance of behavior is conditional, Often "the baby 
gets thrown out with the bath water", Showing by mod
eling for the family how to not destroy the person while 
not accepting a behavior that is unacceptable. Dr. William 
Glasser states that "while neurologist may not find it, 
the desire for unconditional love is built into the nervous 
system". 

4. We have been socialized to believe that if "I have 
something, if I wear Jordache Jeans, if I drive a Porsehe, 
if J own a place in Florida. if r make so much money. 
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if I have jewelry, that somehow that will make me worth 
more to people. In some way that makes me of more 
value to others. That it will give me self-esteem-self
value-self-worth. 

Again the socialization process has hurt families in 
that it tells them if you actualize yourself you will in 
some way discover who you are. You will be accepted 
because you have this success. But in fact, it seems to 
this therapist that the converse is true. 

Self-esteem comes not from what you can get, but 
from what you can give. It comes from saying "do I have 
value to someone", "am I needed in this family or support 
system?" When the answer is yes, it seems that the indi
vidual finds a sense of identity of being nCleded, that his 
or her efforts have something to do with the whole. 

In counseling session after counseling session we often 
hear, "he didn't do it right, so r did it myself'. This 
attitude teaches a debilitating feeling of being incompe
tent when repeated over a life time. In family therapy 
we even see the person as an adult marrying the mate 
who continue the pattern and it becomes pervasive 
through a life time. Again the therapist can help the 
family by directing it to deal with some feelings of we 
"really do need each other". Of course ifit is pathological, 
intense therapy should be applied to help the feelings 
rise to a conscious level of awareness. 

5. This will be probably the most controversial issue 
discussed. We live in a society that wants to bow to no 
one or take time out to see from the other point of view. 
We have been conditioned to think highly of the young 
medical student who spends years and sacrifices pleasure 
time for the purpose of medicine, or the law student who 
spends hour upon hour studying legal documents to pass 
his bar exam, or the olympian who for years of not 
socializing with friends, beating his feet to the ground 
to the point of bleeding day after day after day, and 
indeed these are committed, dedicated and fantastic 
people, But, it has become more at the attention of others 
that it is vitally important for a family to have a sense 
of "other"ness. Healthy families have a sense of knowing 
that they are in an economy of humanity and have a sense 
of destiny to the world outside them. Caring for others 
in the family unit, caring for friends, the older, the 
younger gives a sense of propriety that brings about order. 
If you will, a sense of "servant-hood", not slavery, but 
II knowing that you and your needs are important too 
teaches a lesson in responsibility that no text-book can 
teach. 

The police family is not really different in that of the 
civilian family. Time pressures, finances. relationships 
are dit'ficult, but the highly structured atmosphere at the 
"station" does secm to suppress dealing with feelings and 
unfortunately it is dit'ficult to cut off feelings that we 
have at work the minute we cnter the home. rt is dirt1c~lil 



to leave the feelings of animosity toward the bureaucracy 
and not take them out on the "kids". That's why we as 
therapists can help these folks bring to a conscious level 
the need to sensitize ourselves to more appropriate ways 
of dealing with feelings. 

For this therapist, strategic therapy has been a very 
useful way of developing long-term changes in the family 
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behavior. Assessing the families agenda and what they 
feel their capabilities and goals are will help give way 
to appropriate change. Continuing education within the 
force is a ABSOLUTE must! Ongoing training by 
therapists and the helping professions would keep in the 
forefront the human motivation that "relationships are 
precious, and for life". 



THE INVISIBLE VICTIMS: MYTHS AND REALITIES 

Frances Stillman 

Police officers and their family members are invisible 
victims. Few people arc aware of the number of officers 
killed and injured each year. Many disregard these statis
tics believing that injury and death are just occupational 
hazards. Many factors surrounding the nature of the death 
or ir~iury of public servants make physical, psychological 
and emotional healing more difficult. Myths exist which 
hinder police officer<; and their family members from 
receiving needed attention and services. This article will 
examine three problematic groups: police survivors, 
injured officers and officers who kill. Issues concerning 
surviving family members as well as recommendations 
for police psychologists and police administrators will 
be presented. 

In 1983, 157 law enforcement officers were killed, 
over 55,700 were assaulted, 17,000 sustained injuries 
and approximately 400 cases of justifiable homicide were 
recorded. The FBI only listed 79 of the officers killed 
as dying in the line of duty, the lowest number in many 
years. The other officers killed accidentally or dying of 
heart attacks were excluded from this list; however, the 
repercllssions for their families were as traumatic. 

Few people are aware of these statistic and even fewer 
have come to accept the fact that the officer and his/her 
family continue to be severely traumatized, either directly 
or indirectly, by the requirements of this unique profes
sion. Thi~ article will address the concept of the police 
officer and family members as the forgotten and often 
silent victim. Special focus will be on the difficulties 
experienced by surviving family members after the 
sudden and often brutal death of a law enforcement 
officer. 

These traumatic life and death events and their 
psychological impact on the family members (parents, 
siblings, lipouse~, and children) have been woefully neg
lected by police administrators, mental health profession
als. police psychologists, and socicty in general. The 
police administrator's primury function is to heal lhe 
departmental wounds, subsequently did regarding the 
officers' and the families' pain. Mental health profes
sionals and society arc unenlightened concerning the sac
rifices made by law cnfol'cemcrtt officers. The willingness 
of public 'iervunls to make ultimate sacriAces often goes 
unappreciated. The police psychologist, almost by 
default, needs to know thc realities and the myths sur-
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rounding the issues of death, injury and use of deadly 
force as it relates to police officers and their families. 

Police psychology occupies a unique position within 
the police culture. This position provides an opportunity 
to address emotionally laden issues and a responsibility 
to address the pain and anguish of these forgotten and 
often silent victims. Awareness of the unique problems 
faced by the survivors of slain police officers as well as 
the physical and emotional problems faced' by officers 
and their families must be recognized to promote recovery 
from such things as bullet wounds or in the case of the 
ultimate sacrifice-giving the life of a loved one in the 
service of society. 

MYTHS AND REALITIES 

Myths, which are part of the law enforcement culture, 
combined with society'S stereotypic perceptions of police 
officers and their fumily members, form barriers pre
venting these life and death realities from being consi
dered. The police culture strives to maintain an image 
of invulnerability and moral superiority. The officer is 
trained to view self and to be seen by others as physically 
and emotionally able to handle any crisis without being 
personally affected (Conser, 1980,' Harris, 1978). 

Officers are expected to be towers of strength but, they 
are vulnerable like anyone else. They are expected to 
display behavior beyond reproach; yet they are only 
human. Unlike any other profession they arc expected 
to bleed and arc expected to die for their communities. 
Society'S high expectations also extend to the officer's 
family. The image of the calm, brave, police widow who 
has prepared hersell' and her family to cope with tragedy, 
is a cruel myth. 

Law enforcement officers arc expected to walk the 
darkest streets and view the sordid, ugly side of life. 
Often enduring physical und verbal abuse from all seg
ments of society, the police arc asked to risk their lives 
with little visible reward. They arc sworn to protect the 
citizenry who may not appreciate this commitment. In 
the process, the omcer and his/her family discovers that 
law enforcement is not just an occupation, but becomes 
II way of life with almost every facet of their lives being 
uffected. This experience is indirect connict with the 
myth held by many in law enforcement thut police work 



and family life need to be kept separate. 
Because of unique work requirements and an absorp

tive work culture, police officers and their families 
become isolated from the community. Police officers, 
family members and survivors continue to experience 
higher health risks than the rest of the population (French, 
1975; Richard & Fell. 1975). They come to feel that 
only another member of the police profession can under
stand their problems. In many instances mental health 
professionals are uninfonned as to the law enforcement 
culture, and the unique requirements of the profession. 
Thus police officers and their families often do not accept 
available community services. Mistrust and cynicism 
toward police agencies may even keep officers and family 
members from using departmental services, if available 
(Adlam, 1982: Conser, 1980). 

Police organizations in life as well as death, fail to 
recognize the emotional concerns of police officers and 
their family members. Rigid para-military organizational 
structures, inadequate promotional opportunities, and 
rotating shift schedules seem to disregard the psycholog
ical needs of the officer and family. The myth that the 
police "community" protects and supports its members. 
since it is often referred to as a "family", may further 
restrict needed services from being made available. 

The media, and the public act as voyeurs when an 
officer is killed or wounded. The media often adds a 
sense of sensationalism surrounding police shootings, 
injuries, and death raising questions concerning police 
motives, behaviors and actions. Like an unwanted step
child, police are given punitive attention, held in low 
esteem, and viewed with apathy or hostility. 

The 'public is totally unaware of the actual number of 
officers killed or assulted, since this is often viewed as 
just another occupational hazard. Rarely is the long term 
psychological impact of police death or injury 011 the 
family members acknowledged. It is as if the police 
family is expected to be prepared to deal with sudden 
loss or injury since the dangers or the job were well 
known to all inv()Jved. These police families in reality 
are more vulnerable to long term emotional distress since 
the injury or loss was suffered in peacetime, close to 
home and they fail to recognize themselves as victims 
in need of assistance (Vacholl. 1981). 

Police Survivors 

Shneidman (1973) states, "There ure two parties to the 
suffering that death innicts. nnd in the apportionment of 
this suffering, the survivor takes the brunt", When killed 
in the line of duty. our "silent victim" leaves behind a 
fmnily thut has been inordinately assimilated into the 
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police profession. Yet rather than being embraced by the 
police community, these police survivors become grim 
reminders of the ultimate police obligation. Police funer
als and the presentations of medals or awards often heal 
the organizational wounds but not the personal grief of 
the survivors. The police survivors often report feeling 
like outcasts from this "work family". 

This past spring the first national seminar was held for 
law enforcement survivors. Approximately 140 family 
members, representing 55 families of officers slain in 
1983, and 20 families of officers slain in previous years
from as far away as Guam and Hawaii--came to 
Washington, D.C. seeking the opportunity to share their 
common bereavement. 

The emotions expressed by these family members were 
anger, bitterne£", despair, and fn.::;tration especially, feel
ing shortchanged and wronged by police departments, 
criminal justice system and society in general. The fol
lowing are examples of the realities faced by these surviv
ing family members: 

Widow and parents were shocked, dismayed 
and angered at finding out about the death 
of their husband and son from the media. 

Widow, whose husband was held hostage and 
killed by a saber wielding man, feels respon
sible for the racial violence caused in the 
wake of her husband's death. Her husband's 
murderer was slain by 5 police officers who 
stormed the barricaded house 17 hours after 
the police officer was killed. The sympathies 
of the community were with the murderer 
not the officer. 

Parents of a 19 year unsworn recruit (father 
a fonner police officer) were denied all death 
benefits and feel their son died cheaply and 
inexcusably. Son assigned to search for a 
gunman who had automatic weapons. The 
recruit, upon locating the gunman, was slain. 

Widow had her two children taken out of the 
house by other officers who had come to 
inform her of her husband's death. The 
widow is still haunted by the fact that some
onc else told her children of their father'S 
death since she was not given this opportu
nity. 

Widow, of' a police officer assigned to a 
strenuolls assignment and had been working 
18 hour plus days was found dead at his 



desk-the victim of a heart attack-feels 
abandoned and angered at the reaction of the 
police department since his death was ruled 
accidental and treated unceremoniously. 

Sibling of a slain police officer was unconsol
able feeling she should have been able to 
prevent her brother's death. Now as the only 
child in the family, she faces a heavy burden 
of caring for the stricken parents, helping the 
widow, while no one recognizes her own 
grief, guilt and suffering. 

Widow and parents of slain police officer 
watch helplessly while the murderer, a 17 
year boy, is given probation for the brutal 
slaying, since the young man was under the 
influence of drugs at the time of the death. 

The hard realities confronting these families are many. 
They face the ultimate work-family conflict; their loved 
ones life was claimed by an occupation. Many issues 
surrounding the death of a law enforcement officer im
pede the survivor's psychological healing process, such 
as: the nature of the death, the response of the community, 
the response of the media, the response of the criminal 
justice system, the geographic proximity of the family 
to the death scene, the response of the police department, 
and the availability of death benefits. Therefore the grief 
and pain of sudden loss combined with the afore men
tioned circumstances leads to complications and a delayed 
recovery process. 

Thomas Mann states, "A man's dying is more the 
survivols' affair than his own". However, in the case of 
the slain public servant, we must join with the survivors 
and make it our affair. 

Injured and Disabled Officers 

The injured officer may find medical und disability 
benefits inadequate to deal With his/her financial and 
family responsibilities. Injuries which are not substan
tiated by the department may lead an officer to be shunned 
by his work associates, labeled as a malingerer or viewed 
an an incompetent. This labeling process can stay with 
an officer, coloring the rest of his/her career. Officers 
involved in care accidents have been required to pay for 
rcpairs on their police car even though the accident occur
red while apprehending a suspect. Officers permanently 
disabled by a work related accident may find their is no 
longer even a desk position available due to regulations 
which exclude disabled members. 

The families of these officers are left to car for the 
physical and emotional scars. They report that hostile 
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and bitter emotions develop when the police departments 
actions are judged by the officer and family as uncaring 
or punitive. Supportive and caring responses do much to 
help heal the officer and create a feeling of loyalty to 
the department. 

Justifiable Homicide 

The impact of taking a person's life can and does have 
devastating impact on the officer and family members. 
Of the three area discussed, this one, has received the 
most attention and action. Lippert and Ferrara (1981), 
Shaw (/981), and Van Maanen (1980), just to name a 
few. have reported physical and emotional symptoms 
including sleep disturbances, flash backs, depression, 
thoughts of suicide, guilt and self depreciati(;m, anxiety 
concerning future work, cynicism, mistrust of the agency 
and difficulties maintaining and establishing intimate re
lationships. A wide range in behaviors have been reported 
from immobilization to denial and repression. However, 
only a small percentage of law enforcement agencies 
require officers and their family members to take part in 
post-shooting counseling. In general, law enforcement 
agencies often disregard or do not consider the emotional 
well being of their officers when making policy decisions. 
Rarely are humanistic values or considerations for 
psychological functioning allowed to enter into decisions 
which ultimately affect the lives of all officers and their 
families. 

CONCLUSIONS 

Police officers are "invisible victims". Rape victims, 
murder victims, survivors, abducted children, drug 
addicts, and even animals have support groups that work 
to guarantee their rights and lend support in troubled 
times. In too many cases, the law enforcement family is 
left to grieve with the pain, anguish and intense feelings 
of loss, must suffer through criminal trials and often finds 
itself alone to heal it's wounds. 

Police psychological units need to be involved with 
these families. They must work to make police adminis
trators and other mental health professionals aware of 
the difficult realities faced by police survivors, injured 
officers and officers who have had to kill. Police 
psychologists need to work to institute policies such as 
mandatory, post-shooting counseling, create proper pro
cedures for notification of all family members in the 
event of a death, develop on going supports for these 
families, help them through criminal trials and assist 
them through out their bereavement or recovery periods. 
The police psychologist can influence the police administ
ration to consider the emotional needs of injured officers, 



and to maintain links with the surviving family members 
of the slain officer. In addition to these specific recom
mendations, the police psychologist needs to help infuse 
more humanistic values -which encourage support for 
officers and their families-into work organizations often 
guilty of refusing to consider the psychological well being 
of its members. 

As stated in the "President's Task Force on Victims 
of Crime", the innocent victims of crime have been over
looked, their pleas for justice have gone unheeded and 
their wounds - personal, emotional and financial-
have gone unattended". The same holds true for the 

surviving family members of the injured or murdered 
law enforcement officer. 
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THOUGHTS ON PREVENTIVE COUNSELING FOR POLICE OFFICERS 

Gil Watson, ACSW 

In the early 1970's Dr. John Calhoun, a research 
psychologist, conducted an interesting experiment at the 
National Institute of Mental Health. Over the space of 
2V2 years Dr. Calhoun carefully reduced all mortality 
factors possible, except aging, in raising a colony of mice 
from a population of 8 to 2200 in a nine foot square 
cage. As they reached the optimum population of 2200, 
some unusual occurrences became evident in this "Mouse 
Society". 
• Adult cliques of about 12 mice formed and within 

each group specific mice performed specific tasks. 
• Usually aggressive males became passive and non 

aggressive. 
• The young became very passive and self indulgent 

only eating, sleeping and grooming themselves. 
• The "Mouse Society" gradually died off after 5 years 

and not one mouse survived, although there was an 
absence of disease and plenty of food, water and 
resources. I 

Certainly one would be treading in dangerous waters 
by paralleling a "Mouse Society" and a police depart
ment. Some interesting analogies can be drawn, however. 

A typical police officer upon starting his career per
ceives the career as lasting at least the full twenty years 
needed for retirement. During that time he expects to 
progress in the paramilitary structure at least to the rank 
of Serge:lnt and hopes to attain a higher rank. He expects 
to find good leadership, professionalism, justice, 
camaraderie, training, excitement, fulfillment and social 
acceptance. What he finds is a reality that is far different 
from the fantasy he has built for himself. It is a reality 
with uncontrollable stressors different from those faced 
by the ordinary citizen. These uncontrollable stressors 
are well documented and now well known in the Police 
field through the writings and work of Reiser, Richard 
and Fell, Stratton and Kroes, Margolis and Hurrell.2 As 
the Police Officer proceeds in his career, he is incorpo
rated into a structure that is both exciting and boring, 
exact and unclear, just and unjust. He becomes con
fronted with having to deal with his unrealistic expecta
tions of job satisfaction during his first to five years on 
the job. It might be added that most Police Departments 
have an initial one year probationary period (Illinois) that 
allows liberal dismissal causes for the "Police Rookie" 
and t'orces the "Rookie" into an extended unrealistic hon-
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eymoon period. During these first five years the Police 
Officer begins to make choices congruent with his normal 
personality and the socialized model forced upon him by 
the law enforcement field. 3 He begins to face and deal 
with a job that has no concrete solutions in the court 
room, no specific "yes and no" on the street, minuscule 
hopes for promotion, and long boring hours of patroi. 
The Police Ofticer will reach a point of choice somewhere 
around his fifth year. He will choose to accept the 
shortcomings of the job and it's related stress factors and 
rechannel his energy in appropriate ways or he will choose 
a defensive system that is not mentally healthy in which 
to deal with the reality. He might indeed become a 
"mouse", become a clique member, lose aggressiveness, 
become self indulgent, and figuratively "die off' at the 
five year mark. Of course this comparison is full of holes 
and any reasonable person with "common sense" can 
discount this analogy as being ridiculous immediately. 
But the analogy does bring us to a question regarding 
healthy adjustment to the Police role versus abnormal 
adjustment to the same role. 

This abnormal adjustment to the Police role and the 
incumbent stress is weJl documented in the many writings 
of the past decade by noted researchers, resident Police 
psychologists and clinicians such as; Reiser, Roberts, 
Stratton, Reese and Bard. Popularization of the abnormal 
adjustments of Police Officers can be found in many of 
Joseph Wambaugh's novels and the current Emmy award 
winning TV show "Hill Street Blues". Identification of 
the unique problems incurred by Police Officers seem to 
be well identified and have found acceptance among 
Police management circles progressively during the 70's 
and early 80's. 

In keeping with our role as clinicians, having identified 
the psycho-pathology, we (the Police Psychology field) 
have made significant gains in tem1S of treatment during 
this period of time. Most of the large metropolitan P~\lice 
Departments (Chicago, Los angles, San Diego, Dallas, 
etc.) have counseling programs available for use by their 
personnel. The emphasis of these programs has changed 
slightly over the past decade but almost categorically 
they deal with pathology, focusing on the presenting 
problems referred to the "counseling unit" such as; al
cohol abuse, drug abuse, physical abuse to arrestees, 
severe mood swings and radical changes in performance. 



After entering treatment with a clinician the presenting 
problems are sorted out, a treatment plan is developed, 
and the police officer eventualIy returns to full duty upon 
successful completion of his program or he fails the pro
gram and incurs other consequences. Most major met
ropolitan Police Departments have found in house coun
seling programs to be effective in saving trained person
nel, lost service time, disciplinary action and subsequent 
legal fees. This experience is quite similar to major cor
porations in the private sector in their development of 
Employee Assistance Programs (EAP's).4 Recently 
major metropolitan counseling programs have become 
involved in the training of rookie police officers during 
their basic school and in the initial selection and screening 
process for hiring. It is obvious that the role of the coun
selor has expanded and is becoming an accepted part of 
the Police management team. Full acceptance by ordinary 
patrolmen will take time and some changes in use by the 
same management team, as the patrolmen receive the 
counseling unit as being a tool owned and used by man
agement. 

The experience of smaller suburban and rural Police 
Departments has been less notable and certainly harder 
to trace. The growing awareness of the need to provide 
counseling has been evident to the smaller Police Depart
ments and although resources are limited, attempts have 
been made. Most of these departments have resorted to 
using private practitioners, local agencies, or consulting 
police psychologists/counselors. There are probably sev
eral hundred slightly different program designs used by 
these departments. Again, these departments deal almost 
entirely with pathological problems; drunk cops, abusive 
cops, disturbed cops, etc. 

The ultimate cure for pathological problems is not 
found in counseling the disturbed police officer. the an
swer is in preventing the disease from taking root in the 
police officer. As a clinician working and counseling 
with police personnel for almost ten years, 1 have found 
that in almost every case simple changes in priorities by 
the officer can allow him to deal effectively with both 
the controllable and uncontrollable stressors of their jobs 

Life can be treated as a marathon race. Too often it 
is viewed as a 100 meter dash with all the rewards coming 
very quickly. Few contestants will win these kinds of 
races. They are won by very talented people or by those 
in right place at the right time. The key to successful 
completion of a marathon is the prevention of breakdown 
during the race by preparatIOn and training. The key to 
successful completion of a law enforcement career is 
prevention of breakdown in the emotional, behavioral 
and physical aspects of the occupation. 5 

For any human being to successfully complete the 
tasks of life, that individual must have his priorities in 
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order. After many years of marital counseling and clinical 
work with the Police Officers, it can only be concluded 
that the establishing of priorities are the same for police 
officers as the general pUblic: 

I. Spouse 
2. Family 
3. Occupation 
4. Other talents and interests 

In other words the job should not be the first priority of 
the police officer. This common error of law enforcement 
management will only lead to dysfunction with spouse 
and family. The subsequent collapse of the officer's sup
port system (family) will lead to the eventual dysfunction 
of the officer on the job. 

u ... , in police work, the family takes second 
place to the job. In many cases, the family 
unit never recovers from the resulting 
strain".6 

The Kroes, Margolis, and Hurrell study cited previ
ously found 79 of 81 married Officers surveyed to have 
strained relationships due to the occupation. Police man
agement must acknowledge that an Officer's home life, 
spouse and family, has a direct reflection on the job and 
provide needed relief and understanding for the Officer 
and his family. Management must address the problems 
of shift work, offer counseling assistance (EAP), assist 
with social groups of officer's wives, and provide 
periodic training for family members as well as the Of
ticers. 

A full scale prevention program could begin in most 
Police Departments with adjustments of design for the 
various sizes of the departments. The initially envisioned 
program would call for on-going counseling throughout 
the career of the Police Officer. An employee assistance 
program would need to be established with the idea that 
it would incorporate the following elements: 

A. Treatment of identified pathology for the Officer 
and his family. 

B. Periodic training (quarterly) for all personnel and 
their families. 

C. Preventive counseling on a once a month basis for 
all personnel chief executives included. 

D. Establishment of family groups and spouse groups. 
The adherence to Part C would be of primary impor

tance to the overall su.ccess of a preventive program. The 
issues that would need to be addressed would fall into 6 
categories or stages: 

I. Selection of Police Personnel 
2. Probation 
3. Early Career 
4. Mid Career 
5. Late Carcer 
6. Retiremcnt 



Let us take a closer look at what a counselor might be 
trying to deal with during these six stages. 

Selection 

The Police counselor would start his relationship with 
the officer right in the beginning with the ordinary 
psychological testing and interviewing procedure used to 
screen police personnel. If this process is done by an 
outside agency, provision must be made to include the 
Police counselor in the process. 

Probation 

Most Police departments have probationary time period 
of up to one year to evaluate new officers. The counselor 
must make good use of this year to establish rapport with 
the new officers and their families. Police management 
must make it clear that they will not use or involve the 
counselor at all in the evaluation period of probation. 
The counselor should focus attention with the probatio
nary officer on these issues; adjustment to shifts, percep
tion of the job to the reality of the job, reality of the 
court system, a program for stress reduction, social accep
tance by other officers, and establishing the priorities of 
"life's marathon". The counselor needs to work with the 
new officer's wife and family on the physical, emotional, 
psychological adjustment to having a cop in the family. 
The counselor must work with changes in friends and 
social contacts due to shift work and a career not widely 
accepted by the public (certainly a paradox!), developing 
sensitivity and establishing of a support group for the 
family's use. 

Early Career 

During the officers early career the counselor would 
need to address and focus on the worth of the family 
system. He would address With the officer the reality of 
advancement in the Police Department. The counselor 
and officer would set realistic goals for accomplishment. 
A stress management program should be begun. A phys
ical litness program should also be initiated with approp
riate goals and rewards. Investigation should be started 
as to the officer's other talents and hobbies. 

Mid-Career 

At this point the oft1cer is about ready to take his first 
promotional exam and is a t a high point injob satisfnction 
if he has been emotionally stable. The counselor is faced 
at this point with re-affirming the priority of the family, 
stress management and physical fitness programs. The 
counselor Illust also assist the officer in readjusting career 
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goals, because during this period of time most officers 
realize that they will or will not be promoted. For those 
with future promotions obtainable, the counselor must 
temper these high hopes with reality and other options. 
For those who will not be promoted, other realistic goals 
must be established. Goals that will fulfill the individual 
in such a way that job performance is not hindered. At 
this point the well adjusted officer must be presented 
with alternatives such as hobbies and second careers upon 
retirement. This is also an excellent time for additional 
emotional investment in family goals and outings. For 
the department, the counselor needs to zero in on the 
accomplishments the officer has made an enhance the 
specialties and talents he is good at (evidence collection, 
traffic enforcement, training, etc.). caution must be taken 
because, mid career is the beginning of the manifestations 
of the dysfunctional officer because of little positive gui
dance in a Police Department. 

Late Career 

Whereas, late career for a businessman is the latter 
tifties, early sixties, for a police officer late career can 
be early forties. The police counselor must face prepara
tion for retirement with the realization that true retirement 
may be almost twenty years away! If there has been 
progression through the ranks and the officer holds a 
command position, re-evaluation of future goals may be 
in order. Again, the ultimate goal of the police counselor 
is to affirm the role of the spouse and family as the top 
priority and ultimate support system for the police officer. 
If the officer is truly going to retire and take his "20" 
then hopefully adequate preparation has been made by 
the police counselor for a new career or other interesting 
alternatives for the retiree. 

Retirement 

This is a time for the counselor to evaluate the fruits 
of his program. These is little doubt of the pathological 
health problems of police oftices, especially cardiovascu
lar and digestive disorders, and there seems to be con
tinued early death among retired omcers, it would seem 
that periodic follow-up counseling would see an improve
ment in the health and quality of life among retired oftic
ers. A retirement study would be the beginning of an 
answer to such a preventive program. 

CONCLUSION 

Since preventive programs in mental health continue 
to be placed on the back burners of the mental health 
system itself, there can be no illustrations that career 
oriented prevention counseling programs for police offic-



ers will gain wide spread acceptance soon. We have long 
been a pathology oriented culture that has a great deal 
of trouble accepting that sometimes we must abstain and 
discipline ourselves in order to eliminate a pathology. 
Just look at the warnings of probable cancer given to 
those who smoke cigarettes and yet millions of people 
still continue to accept this easily prevented disease. 

Certainly the future holds programs incorporating pre
ventive ideas. Already the law enforcement field has 
begun to embrace the counseling professions 0 psychi
atry, psychology, and social work albeit with some fear 
and trepidation on the part of both professions. But the 
basic approach must change eventually because: 

"the main tools and models for primary pre
vention are provided by education, social en
gineering, and social change. Primary pre
vention efforts are based on the assumption 
that reducing stress and giving people better 
resources for coping are effective ways to 
prevent social difficulties; so are helping 
them find support groups and developing 
good self esteem."7 
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SECTION THREE 

ORGANIZATIONAL ISSUES 



IDEOLOGY MEETS PRAGMATISM: 
APPLIED RESEARCH IN LAW ENFORCEMENT 

Dale Richard Buchanan 
Janet M. Hankins 

Note: The opinions expressed in this paper are those of 
the authors and not necessarily those of Saint Elizabeths 
Hospital or the Metropolitan Police Department of 
Washington, D.C. 

The relative paucity of research in the field of law 
enforcement is a direct reflection of the misunderstanding 
and noncommunication that exists between the law 
enforcement community and the professional research 
community. 

Some agencies (both law enforcement and universities) 
have forged stable productive relations, but the majority 
of police departments still view researchers with a skep
tical eye and researchers in turn believe that law enforce
ment agencies often put too many impediments in the 
way of knowledge and scientific research. 

It is the authors' intent to focus on a productive research 
relationship between the Metropolitan Police Department 
of Washington, D.C., and the Saint Elizabeths Hospital 
as a model in analyzing relationships between researchers 
and law enforcement officers. 

Historically, there has been a diametric connict bet
ween law enforcement agencies who wish to do and 
researchers who wish to understand. In the past, law 
enforcement agencies have not been receptive to liberal 
minded individuals who attempted to constantly find 
motivations for criminal activity. In fact, the majority of 
the academic field appeared to have lined up behind the 
rights of criminals, who are the reflection of society's 
ills, while the conservative law enforcement community 
was concerned with getting the criminals off the street. 
The law enforcement community has traditionally closed 
ranks against the invasion of outsiders. Having an already 
negative view of the type of individual who becomes a 
member of the mental health community, exposure of 
some weakness to the outside world by such an individual 
would be unacceptable. 

C"tobably the greatest resistance to a marriage between 
mental health researchers and law enforcement personnel 
is a personality issue. Looking at such vocation scales 
as the Myers Briggs Type Indicator, we find that opposite 
temperament types are attracted to law enforcement work 
than to mental health or psychology (Hanewicz, 1978,' 
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Galvin, 1975; and Buchanan & Bandy, 1984). According 
to this indicator, which is based on Jungian psychology, 
much of the apparent random variation in human behavior 
is actually purposeful and predictable. These variations, 
which reflect certain basic differences in mental func
tioning include Extroversion/Introversion. Sensation! 
Intuition, Thinking/Feeling and Judging/Perceiving. 

Keirsey and Bates (1978) have stated that the widest 
gulf between persons is caused by differences between 
sensation and intuition. In fact, it is as if individuals are 
using two separate languages to describe the same world. 
All individuals perceive the world either through their 
sensations (perceptions which are based upon stimulation 
of the sensory organs, e.g. seeing, hearing, smelling, 
touching and tasting) or through their intuition (e.g. their 
sixth sense which thrives on tacit subliminal aspects of 
perceptions). In the normal popUlation we find that 75% 
of all individuals use sensation while only 25% use intui
tion. 

Hanewicz (1978) has noted that police officers are 
predominantly more sensation oriented (77% of the 
sample were senates) than the general popUlation and 
Galvin (1975) has noted that 90-95% of mental health 
workers at a community mental health center are intuition 
oriented. Thus police officers are oriented to here and 
now concreteness of the situation, while mental health 
workers are interested in the gestalt. As noted before, 
the police officer will be interested in what the criminal 
did or as Sgt. Friday would say, "The facts ma'm, just 
the facts.", while mental health workers would be 
interested in motivations, understanding and communica
tion. 

Hanewicz (1978) also found a difference in the Feeling 
versus Thinking dichotomy of police officers and mental 
health workers. He noted that police officers tend to be 
overrepresented by Thinkers who emphasize analytical 
and logical thinking, while mental health workers are 
predominately Feelers who emphasize forgiveness and 
cheerfulness. 

Hanewicz explains "the difference in perception and 
value, implied by these variations, does much to empir
ically and to rationally explain the organizational and 
operational difficulties that plague the relationship bet-



ween police and social workers. (p. 161)" We would 
conclude too that the differences in perception and 
thinking also does much to explain the difficulties in 
forming and maintaining research relationships. 

The social turmoil of the 1960's (Civil Rights demonst
rations, Women's Rights, challenges to authority) be
came the catalyst for many changes that occurred in the 
1970's. Minorities and women began to take their place 
among the ranks of police officers, often bringing a new 
level of sensitivity to the job. More college educated 
individuals entered the field, while older officers returned 
to school for further education. On the other side, mental 
health professionals were beginning to realize that trad
itional, liberal solutions to social problems were not 
working. Slogans and utopian programs were not solving 
the crime problem or significantly altering recidivism 
rates. 

Additionally, law enforcement agencies began recog
nizing the limits of behavioral control. This was dramat
ically brought to their attention by race riots and protest 
demonstrations. The need to develop new methods for 
dealing with and/or preventing such crisis was 
paramount. The role of law enforcer was evolving and 
new focus was being placed on areas such as family 
violence, hostage negotiation and community relations. 
This new focus required new types of training; training 
that was not available within the walls of police 
academies. Seeking assistance from the outside world 
opened the door, if only a crack, for the exchange of 
ideas and infonnation. With more enlightened police 
chiefs, increased community pressure and a changing 
police force, law enforcement agencies began to research 
areas of concern to develop solutions to seemingly unsol
vable problems. 

While law enforcement agencies were changing to 
meet the emerging needs of the community, so too were 
the mental health agencies. 

The deinstitutionalization of the fifties and sixties and 
the establishment of community mental health centers in 
the sixties provided compelling reasons for mental health 
workers to shift their emphasis from hospitalized patients 
to community mental health problems. Studies also indi
cated that police opfficers were, and continue to be, the 
major institutional referral source of admission to com
munity health centers and hospitals. Further, police offic
ers are second only to self, family and friend referrals 
to these agencies (NIMH, 1980). 

Mental health agencies began to realize the importance 
of law enforcement personnel in their initial contacts with 
the mentally disturbed. They began to seek ways in which 
to improve their relationships with these agencies, and 
to increase the skills which police officers use in handling 
the mentally disturbed. 

A major shift in research on the national level has also 
occurred. While both criminologists and psychologists 
have been fascinated with the criminal mind and the 
etiology of crime for the past several hundred years, the 
past decade has seen an incease in the area of applied 
research. Researchers have been emphasizing criminal 
behaviors and the prevention of crime. The focus has 
begun to shift from the Macro (e.g. society) to the Micro 

. (the criminal). The National Academy of Science has 
been actively working on a project to define a taxonomy 
of behaviors which might predict violent,behavior and 
thus help to prevent acts of violence such as assasinations 
or terroist acts. 
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Police departments can accomplish their research in
house or by utilizing specialists from the outside. While 
inhouse research allows for total control and cooperation, 
the lack of specifically skilled researchers and the oppor
tunity for bias often taints the findings. Outside resear
chers, while providing the expertise, tend to meet resis
tance from police personnel and do not have immediate 
access to necessary information. 

In 1979, when the Metropoiitan Police Department of 
Washington, D.C. recognized the need to address the 
problem of family violence and its corresponding assaults 
on police officers, it was determined that the expertise 
to provide skills in the area of mental health, i.e., 
psychodrama, non-verbal communication, etc., were not 
available within the department. Further, due to the 
sterotyped feeling of average officer towards "social 
work", the department felt it was essential to take the 
off1cer out of his normal environment and train him in 
an atmosphere different than the police academy. The 
Psychodrama Unit of Saint Elizabeths Hospital, a feder
ally runned mental health facility located in the District 
of Columbia, was approached for assistance in develop
ing a joint training program thus merging the skills of 
law enformcement and the mental health community in 
addressing a very serious problem.(Bl/challall & Han
kins, /983). 

Additionally, Saint Elizabeths would provide the re
search necessary to determine the effects of the new 
training program on family violence, police assaults and 
any related areas. 

This merger between the two agencies worked well 
and is ongoing today. The fact that the Metropolitan 
Police Department sought the help of Saint Elizabeths 
set a positive foundation. While ultimate control of the 
program remained with the police department (all articles 
and press releases pertaining to the program must be 
approved before release), the development of a 
memorandum of understanding provided both sides with 
the guidelines necessary to conduct their work. However, 
the most signifieant factor for the continuing cooperation 



between the two agencies' principal representatives. 
The development of this particular program has been 

most beneficial to the Metropolitan Police Departmeut. 
In addition to accomplishing the initial goal of reducing 
assaults on police officers while handling family distur
bances, this program has caused the trained officer to be 
less likely the victim of any type of assault. This of 
course translates to man-hour savings to the department. 
Since the training and research was of mutual benefit to 
Saint Elizabeth's, there was no direct cost involved in 
the program. Couple these dollar savings with the better 
service provided to the citizens and the reduction of 
injuries, and you have a very successful program from 
the police perspective. 

Benefits also accrued to Saint Elizabeths Hospital 
because of this working relationship. As noted earlier, 
police officers are the major institutional referral source 
of patients to mental health centers, and the bonds bet
ween the police department and the hospital have been 
strengthened by our interactions with one another. In 
both the reseach and the actual training program, officers 
and mental health worker1> regularly exchange ideas and 
information which increases effectiveness in providing 
mental health services to the emotionally disturbed. Offi
cials at the hospital feel that police officers are making 
better referrals to the hospital, and are assisting the 
maintenance of our outpatients in the community through 
their work with them. The added expense of the mental 
health workers' time in working on these projects has 
been more than compensated by the decease in inapprop
riate referral of patients to Saint Elizabeths Hospital by 
untrained officers. 

In conclusion, we feel that the major barrier to produc
tive relationships between police officers and resea.rchers 
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is the personality factor. Individuals who will work 
closely together from the two agencies must have mutual 
respect and a common interest to provide an atmosphere 
of trust and break down barriers that would normally 
inhibit the formal and informal flow of information and 
communication. Secondly, we feel that clear memoran
dums of understanding should exist between the two 
agencies, with specific references as to the types of ser
vices provided, the interactions necessary in order to 
complete the project, and final authority for release of 
that information to the general and professional public. 
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MEAN MINNESOTA MULTIPHASIC PERSONALITY INVENTORY AND 
CALIFORNIA PSYCHOLOGICAL INVENTORY PROFILES OF SUPERVISORS AND 

COMMAND PERSONNEL IN A MUNICIPAL POLICE AGENCY 

Vesta S. Gettys, Ph.D. 
Joseph D. Elam, Ph.D. 

Albert D. Smouse 

INTRODUCTION 

As McCreedy (1974) has pointed out, selecting people 
who will make good police officers is probably the most 
critical part of the law enforcement process. Lawenforce
ment is a complex, demanding, and stressful occupation 
partially because pressures on police officers and adminis
trators come from within the department, from citizens 
of the community and from other governmental entities. 
It is not clear what kind of person is needed to fill this 
kind of demanding job, and what characteristics lead to 
long range success in police organizations. Based on 
Elalll's (1983) research, it is evident that the MMPI and 
CPI can be used to predict success in law enforcement 
training academies, and can predict success "on the street" 
in the first year of a police officer's career. However, 
very little research has been done to detel'tnine what cor
relations exist between personality profiles and long term 
success in police work. 

The extent to which available techniques identify what 
kinds of people are involved in law enforcement is 
limited, and most of the available research data relates 
to entry level officers. Questions concerning "which test 
is best" are poorly answered, and as Eisenberg alld Reinke 
(1973) observe, one particular test may be valid for one 
particular group in one particular situation, but most tests 
are not valid for most groups in most situations. Based 
on a review of the literature, Eisenberg and Kent (1972) 
concluded that with a few exceptions, the research per
formed in the f!.(e~ of entry level police selection has been 
poor. 

One major problem invovled in identifying personality 
characteristics which are correlated with success in law 
enforcement is that the police role is not easily defined. 
Police selection systems at both the entry level and super
visory level arc probably geared to accept several kinds 
of personnel, because police departments are requircd to 
perform a variety of functions (Crosby, 1979). Levy 
(1967) speculates that attempts to identify a successful, 
ideal, model may have failed because of the heterogeniety 
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of characteristics required by various agencies. 
Most law enforcement agencies would agree that it is 

critical to select people for promotion who will be good 
supervisors. However, it is not clear what kind of person 
is best suited to be a police administrator. Some of the 
questions which need to be answered include: Is there 
an identifiable personality type best suited for command 
level jobs in law enforcement? Is it possible to predict 
how an individual will react, or perform uner the wide 
range of conditions which routinely confront the police 
administrator? And two final questions, which will be 
addressed in this study: "Are police administrators diffe
rent from police recruits and from managers in general?" 
"Is it possible to identify unique characteristics of police 
administrators using personality measure~?" 

This paper presents some research done with police 
administrators in a large metropolitan department in 
Oklahoma. The total strength of the agency is approxi
mately 750 officers. MMPI and CPI profiles were 
obtained as part of an In-Service Training class. 

METHOD 

Subjects 

The police personnel studied consisted of 10 Captains, 
23 Lieutenants, and 72 Sergeants who were employed in 
a large metropolitan police department in Oklahoma. 1Wo 
comparison groups were used. A random sample of 50 
MMPI and CPt profiles were obtained from a larger 
sample of police cadets form the same agency (Etam, 
1983), and cpr profiles from an additional group con
sisting of 11 middle and top level management personnel 
who were similar in age and education to the police 
captain sample (Broll'lI, 1976). 

eaptHins ranged in age from 42 to 51 (median age 47); 
Lieutenants rnnged in age from 32 to 55 (median age 
44); Sergeants runged in age frolll 32 to 52 (median age 



39); Recruits ranged in age from 21 to 26 (median age 
23). Personality profiles from the recruit sample was col
lected during the first 6 months of training. The median 
age of the manager sample was 45 (Brown, 1976). 

Measures 

The MMPI and CPI were administered to the police 
administrators. Scores of test responses on various person
ality scales were used in the analysis. A discriminant 
analysis was performed on test scores using the Statistical 
Analysis System program DISCRIM (1979). and demog
raphic data was tabulated and some individual compari
sons were made using the MINITAB program (Ryan, 
Joiner & Ryan, 1976). 

Materials 

The MMPI was developed by Hathaway (/nd McKinley 
(1947) to diagnose mental patients and classify them into 
different categories of neuroses and psychoses. The test 
includes four validity scales and the 10 clinical scales. 
None of the experimental scales were included in this 
study. The MMPr was among the original instruments 
chosen to select police officers (Rankill, 1957) and cur
rently is one of the most popular personality screening 
instruments used in law enforcement. 

The cpr was developed by Gough (1964). It is a 480 
item, true-false questionnaire yielding 18 standard scales 
designed to predict practical. meaningful personality 
characteristics. This test focuses on personality charac
teristics which relate to social descriptions. Studies which 
have investigated the usefulness of the cpr in law enforce
men! include those by Horstmlii: (1976J. Hogan (1971), 
alld Elam (1983). 

REsur:rs 

Mean MMPI scule scores for police captains. lieuten
ants, sergeants and recruits are presented in Tuble I. and 

profiles are shown in Figures I through 4. The profiles 
of the four groups are very similar. There were no signif
icant correlations between individual MMPr scale scores 
and the rank of the police participant. There were several 
significant interactions including: time in grade x age 
(F= 1.79, df 47,56, p<.05); time in grade x "Scale F" 
(F= 1.66, df 47,56, p<.05); time in grade x Scale I 
(F= 1.92, df 47 ,56, p<.05); and age x Scale I (F=2.09, 
df 47,56, p<.OI). It is not surprising that older officers 
are more likely to be promoted than younger omcers, or 
that with age and rank come a more relaxed attitude 
toward "presenting yourself in the best light". Older of
ficers also tend to report more physical complaints. 

Mean cpr scale scores for police captains, lieutenants, 
sergeants, recruits, and a sample of business managers 
is presented in Table 2, and profiles are shqwn in Figures 
5 through 9. Captains and business managers are similar 
in leadership skills as measured by Dominance (Do) and 
Self Acceptance (Sa). As a group, police officers tend 
to be more conservative, more ethical, and more "people 
oriented" than their counterparts in business manage
ment. Dominance (Do) distinguishes between manage
ment level police officers (Captains and Lieutenants), 
and supervisory personnel and recruits (Do x Rank, 
F=3.51. df 2, 102, p<.05). Responsibility (Re) shows 
no difference between management level personnel and 
recruits. however, sergeants tend to score lower than 
both command personnel and recmits on this scale (Re 
x Rank, F=3.18, df2,I02, p<.05). 

A Discriminant Analysis (SASS, 1979) was performed 
on a subset of the data consisting of 7 Captains, 22 
Lieutenants, and 43 Sergeants). 

Using the MMPr as a predictor of rank, the Discrimin
ant Analysis procedure was able to classify only I of 7 
captains. 12 out of 22 lieutenants, and 34 out of 43 
sergeants. The profiles indicate that captains, lieutenants, 
sergeants und police recruits are very much alike on most 
of the measures. Using the CPI as a predictor of rank, 
tlte Discriminant Analysis procedure was able to correctly 
classify only 3 of the 7 captains, 14 of the 22 lieutenants 
and 35 of then sergeants. Using the CPI, captains were 

Table I. INDIVIDUAl. SCALE SCORES-MINNESOTA MULTIPIIASIC PERSONALITY INVENTORY 

K·Correc'tl!d S('(Ile Scores 
L F K H~!Il £)(2) Hyc3l Pd(4) Mf(5) PiI(61 P((71 Se(8) Mn(9) SiCO) 

Police Colptulns 4 2. 19 11 17 21 21 22 10 2,1 2,1 18 22. 
Pollee Licutcnanl\ 4 2 17 12 17 19 211 21 8 2,1 2~ 19 23 
P<lliceSergeant\ 4 18 12 17 20 2.2 21 I) 23 23 19 21 
Police Cadet' 5 2 20 12 17 20 22 ~1 ..... I) 25 24 II) 20 
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Table 2. INDIVIDUAL SCALE SCORES-CALIFORNIA PSYCHOLOGICAL INVENTORY 

DO CS SY SP SA WB 

Manager Sample 36 23 28 41 25 38 
Police Captains 34 20 25 38 24 40 
Police Lieutenants 33 19 24 36 22 40 
Police Sergeants 31 19 24 36 22 38 
Police Cadets 30 19 27 38 22 39 

most often confused with sergeants, and sergeants were 
most often confused with lieutenants. The data indicate 
that regardless of rank, police personnel in this sample 
are a homogeneous group with respect to the personality 
characteristics measured. 

Combining the two tests resulted in an increase in the 
accuracy of prediction. Using both tests, it was possible 
to accurately classify 5 of the 7 captains, 19 out of 22 
lieutenants, and 40 out of the 43 sergeants. 

DISCUSSION AND CONCLUSIONS 

Two questions were considered: "Are police adminis
trators different from police recruits and from managers 
in general?" "Is it possible to identify unique -characteris
tics of police administrators using personality measures?" 

Results indicate that only one scale on the CPI, Domi
nance (Do), was able to distinguish between managerial 
level personnel and supervisory personnel. Managers 
from the industry sample, and police Captains and 
Lieutenants scored significantly higher on the Do scale 
than police Sergeants or Recruits. The CPI profile ob
tained from police sample was very similar for all ranks, 
but differed from the managerial sample in the direction 
that would predict that police officers are more conserva
tive, and more "people oriented" than the managerial 
sample. 

Results indicate that it is possible to pick out some 
personality correlates that are unique to a given police 
rank, but the differences between ranks are very small, 

RE 

30 
31 
31 
29 
30 
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Scale Scores 
SO SC TO GI CM AC Al IE PY FX FE 

35 25 23 16 26 28 20 40 12 11 15 
36 33 24 20 27 31 22 41 14 8 13 
40 34 23 20 27 31 20 39 13 7 16 
36 33 22 19 27 30 21 38 12 9 14 
38 33 24 20 27 31 20 41 13 8 14 

and variability is very high. Based on this data, we were 
not able to conclusively demonstrate the potentiai useful
ness of personality tests such as the MMPI and CPI either 
separately or in combination in predicting job success 
for police managers. 

There may be several reasons why such small differ
ence between police ranks were obtained. In this sample, 
no attempt was made to obtain performance ratings, rank
ings or other estimates of how wel\ the police supervisors 
and administrators were performing their jobs. It may be 
that dividing the sample on the basis of job performance 
measures would aHow us to distinguish personality pro
files of more successful and less successful and less suc
cessful administrators. The wide distribution of age in 
the various ranks. Further analyses are planned to inves
tigate the nature of the interaction between age, time in 
rank, and personality variables. 

It can be argued on the basis of these results that police 
officers in the agency we studied are very much alike on 
most personality measures. Since the profiles of police 
recruits, sergeants, lieutenants and captains were very 
similar, it is also possible that the personality profile of 
these police officers remain fairly stable from the time 
that they were selected by the agency until the time that 
they retire. Even though the scale scores are not signific
antly different, a strictly clinical interpretation of the 
personality variables that seem to lead to promotion 
would include choosing a person who is optimistic, out
going, shows above average leadership skills, above av
erage maturity, and above average in their ability deal 
easily with day to day problems. 
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UNDERSTANDING THE R,ELUCTANT POLICE MANAGER 

John Glorioso 

Since 1981, I have been a member of the Law Enforce
ment Behavioral Science Association (L.E.B.S.A.). 
L.E.B .S.A. is a group of mental health practitioners who 
are employed by various law enforcement agencies within 
the Baltimore-Washington metropolitan area. The 
responsibilities of each member is to provide a psycholog
ical service concept to their perspective agencies. The 
members ofL.E.B.S.A. meet monthly and discuss topics 
relating to their duties, explore areas of possible research 
and attempt to inform both law enforcement and the 
public of issues affecting police officers. Perhaps the 
most salient factor regarding L.E.B.S.A. is the support 
the group provides to each member. 

Althollgh many topics have been discllssed during the 
meetings, the issue of resistance from some police man
agers to the efforts of the mental health practitioner ~eems 
to surface quite frequently. Not appearing to be thi~ major 
issue facing psychological units, it does seem to be one 
issue that has created concern for the practitioner. 

The goal of this paper is to review some possible 
causations for the resistance displayed by some of the 
police managers, and to see if possibly the field of mental 
health may have contributed to this problem. My dual 
role of serving as a counselor to police officers and their 
families and occupying a mid-management position, pro
vides me with a unique opportunity to view both sides 
of the problem. Also my ron tact with both mental health 
practitioners and police managers from various law 
enforcement agencies assist in this view. 

Over the past 10 years there has been an increased 
concern for the psychologicAl y/ell-beilig of the nations 
police officer. This interest has been very evident by the 
number of articles written on the topic, the initiation of 
the many research projects and the coverage given to the 
topic of police stress by the media. The message that 
resulted from all this attention was that law enforcement 
is a highly stressful occupation that has an impact on the 
lives of police and their families. This news may have 
surprised many individuals in our society, but to those 
serving the nation's cities, counties and states as pOlice 
officers, the information wasn't that surprising. What 
has been surprising is the resistance that exists from some 
police managers to the services thut mental health prac
titioners can provide. Often thili reslSUlllce brings with it 
a disappointment and level of frustration to those prac-
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titioners currently serving police departments. From a 
practitioners viewpoint, a "we versus they" attitude can 
develop. These practitioners, be they licensed 
psychologists, employee assistance personnel or police 
officers serving as counselors, who are attempting to 
assist law enforcement agencies with their training and 
skill, may find it discouraging when their recommenda
tions and personal efforts are refused or ignored. The 
question that may be asked by those interested in pro
viding a positive service to police is "why". Why is there 
resistance from the very people you are trying to serve? 
The answer to this question is undoubtly very complex 
and contains a multitude of variables that mayor may 
not be apparent to both the mental health practitioner and 
police manager. But, if p "'lice psycholugical service prog
rams are to be successful tt,~ "whys" must be sought and 
answered. 

At this point, it may be necessary to mention that not 
all police managers are opposed to the efforts of mental 
health practitioners. It would be unfair to criticize those 
police officials who have approached the topic of police 
stress in a diligent and concerned manner and have 
worked hard to develop and support variolls stress aware
ness/management programs. However, unfortunate as it 
may be, there are some managers who have not accepted 
the many positive aspects that a psychological service 
program can provide. 

Possibly, one of the reasons for the level of resistance 
from police managers may be the result of the type of 
articles that were written in the early part of the police 
stress phenomenon. Many of these articles directed atten
tion to the damage caused by the overwhelming stress 
faced by the line officer. These topics related to: marriage 
and family relations; police suicides; the physiological 
difficulties caused by stress and other aspects of the offic
ers' life. The emphasis of these articles was generally 
on the stressors in law enfofl;cment. Terry (1981) states 
that "A review of the literature reveals the existence of 
at least 53 stressors associated with either police work 
or its organization. The absolute number is less significant 
than is the wide range of conditions mentioned. Some 
authors (e.g., Eisenberg 1975,' Barker 1975; and Sandy 
and [)evine 1978) report the existence of these stressors 
from their own personal experiences; others report similar 
findings from nonrepresentative samples, such as 



Jacobi's (1975) analysis of disabled officers referred to 
him for counseling and Kroes and Goulc/' s ( 1979) discus
sion of a similar group of officers referred to them for 
counseling (cf. Shev 1977). Still others report the exis
tence of these stressors as they describe the implementa
tion of stress control programs across the country (Baxter 
]978); Potter ]978; Blanch ]978; Haines ]976; Wagner 
]976; Hillgren and Spradlii/ ]975,' Axelberd and Valle 
]978,' Somodevilla et ai. ]978a, 1978b). None of these 
authors, however, present much in the way of empirical 
data. Consequently, discussions of police stress have 
relied upon Frellch (1975) alld Kroes, Margolis, alld 
Hurrell (1974) for their empirical evidence. More 
recently, studies by Hagemall (1978), Singleton alld 
Teahan (]978), and Aldag and Brief( 1978), have added 
to these research findings at least indirectly." 

After reviewing the work of Kroes (1976), Eisenberg 
(1975), Reiser (1975) and Rober,s (1976), S,ratton 
(1978) summarized the various stressors into four parts. 
These parts are: (I) external stressors, (2) internal stres
sors, (3) stressors in police work, and (4) the stressors 
of potice officer as an individual. Utilizing this base of 
knowledge, several studies were conducted involving 
police officers from across the country. The results of 
many of these studies were identical in that the primary 
source of stress was the pressure caused by internal stres
sors. Internal slressors were those factors caused by the 
administration. And although many of the factors 
included in the internal stressors were not in the control 
of the police administrator (pay. benefits, etc.), the chief 
and his assistants were blamed for every factor. With 
such a negative endorsement it may have caused some 
concern on the part of police management to be suspicious 
of the topic of "police stress". particularly the image 
created by these articles concerning the role of the police 
administrator. 

For the most part the initial series on police stress were 
directed toward the stressors involved in being a police 
officer. However, as time went on material pertaining to 
stress awareness and stress management programs began 
to appear in the literature. Occasionally. an article 
directed to the police administrator was written in an 
attempt to draw the managers' attention to their respon
sibilities concerning the health of their police officers. 
In one article. Coreetti and Green (1978) emphasized 
the need for administrators to develop "sound. humane 
and effective" programs or face the consequences of their 
action. Not only did they mention the obligation to rec
ognize the need for assistance for their personnel but a 
willingness to provide the help. 

In an article concel'l1ing the financial responsibility of 
health maintenance, SW(lIltoll (]979) addressed several 
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issues of concern for police administrators in this area. 
In the article the author reviewed several factors to be 
considered for the operation of a efficient health core 
program. 

In a more recent article, Terry (1983) addressed the 
topic of stress as an individual and administrative prob
lem. Agreeing that many aspects of pol ice work are stress
ful, Terry appears to be attempting to focus on what 
factors of police operations are stressful and in doing so 
is able to offer suggestions regarding some programs to 
correct the problems. His efforts enables the reader to 
gain a clearer prospective of the duties of the manager 
in tenns of their obligations of stablizing the stress issue 
within their department. In fact the article was one of 
the few that mentioned the positive effurts of some of 
the more perceptive police administrators. 

After reviewing the literature on police stress, there 
appears to be some evidence that possibly the manager 
may become a bit annoyed in seeing that they are often 
referred to in some articles as being one of the primary 
causes of police stress. The negative impression regarding 
police managers has not only been referred to in articles 
on stress but reference to the administrators inability to 
property manage their personnel have been mentioned in 
articles written by social scientiests over the years. 
Coupled with the negative image created by these articles 
and the various studies regarding police behavior and 
personalities that were published during the late 1960's 
and early 1970·s. the police manager may have developed 
a level of skepticism regarding the mental health profes
sion. 

Therefore, when we question the resistance of police 
managers to the efforts of individuals trained in mental 
health. we mllst at least consider what has been written 
by mental health practitioners concerning com temporary 
law enforcement. And the fact that a literature review 
may not provide all the answers. it may at least provide 
a clue toward understanding some possible reasons for 
resistance form police managers. 

When dealing with a police manger who may have 
displayed a level of resistance, the mental health prac
titioner may want to consider the level of knowledge 
possessed by the police manager regarding the topic of 
psychology and other related disciplines. To some man
gers there may exist a degree of mystique surrounding 
the field of psychology. with all of its tools. (test ques
tionnaires. etc) and theories of behavior. It is possible 
that the only contact that the police manager may have 
had with psychology was a course he or she may have 
taken in college and the impression that the manager 
received from the instructor. This frame of reference 
(minimal liS it is ) may be the factor that motivates the 



manager's action toward the practitioner. I am sure we 
all have experienced the person who upon discovering 
that we have a degree in psychology preceeds to expound 
(generally without request) on their negative view of 
psychology whkh was based totally upon Psychology 
101. This misconception may be lingering in the minds 
of some people who must make decisions regarding the 
recommendation from the mental health practitioner 
regarding the well-being of police personnel. 

Anomer factor that may be considered is the courtroom 
experience of the police manager when they were 
involved in criminal cases, while serving as a line offier. 
Often, the negative attitude held by some police officials 
toward psychology has its roots in the courtroom, particu
larly in those criminal cases where contradictory evidence 
in hte form of expert testimony has been given by a 
psychologist or psychiatrist regarding the mental 
capabilities of a defendant. Often. police officers com
ment that the psychologist representing the States will 
testify that the person being tried is not suffering from 
any psychological disorder, while the defendants's 
psychologist testifies that th\'! person is suffering from a 
mental discorder and is not capable of being held account
able for his actions. These conflicting views may have 
caused confusion with the police officer regarding the 
value of psychology that has resulted in a reduction in 
the level of credibility toward psychology, particularly 
when the officer, who is now a manager, must make a 
decision based on a recommendation from a member of 
the mental health profession. 

Also, the ambiguous expectation held by some mana· 
gers toward the skills a mental health practitioner pos
sesses may add to some of the difficulties in the working 
relationship between the practitioner and manager. 

[n this area, it as been my experience that some man
agers belteve thal a person who possesses a graduate 
degree in psychology or other related fields is capable 
of being an expert on any issue dealing with human 
behavior. And although most graduate programs provide 
their graduates with a sound foundation, the individual 
cannot be an expert in every area. So when a manager 
requests some information that is beyond the prac
titioner's expertise, the manager may experience some 
doubt regarding that Derson'~ overall worth. 

Therefore, the mental health practItioner must keep in 
mind that there may be severnl reasons for the resistance 
displayed by some managers toward the services of the 
practitioner. What the praetitioner must rcmembcr is that 
the police administrator and his assistants have an 
enormous amount of responsibility in overseeing the 
affairs of their police departments. Wilson (/936) men
tions that "short of war, our soeiety is faced with no 
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more serious or more important problem than crime, 
whether it be measured in economic, social and moral 
terms. And next to war, criminality in our people offers 
a greater threat to life, property, peace of mind, comfort 
and convenience than any other malody confronting man
kind". He continued by stating that the purpose of the 
police was to serve the citizens of a community and their 
guest by enforcing a number of laws and regulations. 
The overall accountability to accomplish this goal lies 
with the police administrator and his managers. And 
regardless of the sophisticated equipment at the disposal 
of the manager to meet these demands, the basic tool is 
the police officer. And any means that prevents the 
administrator from using this tool must be based on sound 
evidence and not based on speculation. This may be one 
reason why there often appears to be resistance to the 
stress problem and any reference to the fact that an officer 
is under "undue stress" is met with a "jaundiced eye". 
It may be that the police manager is not rejecting the 
work and good intentions of the prnctitioner but may be 
fJuestioning the stress issue as a valid reason for his 
officers not being fit for duty. It may be difficult for a 
manager, who has faced the same strains and pressure 
during his career, not to totally accept the fact that one 
of his line officers is under stress and cannot contribute 
to meeting the department's goals. Just as difficult to 
accept is the notion that due to some personal problem 
(unrelated to police work) experienced by the officer, 
that person is allowed extended sick leave, thus pre
venting the manager from using all of his tools. 

So we see that the manager, with a tremendous amount 
of accountability to serve his community with adequate 
police coverage may find it di mcult to accept the concept 
of police stress. 

Conversely, what the manager must remember is that 
over the past several years then:: has been a wealth of 
evidence to indicate that police work itself is inherently 
stressful. And although most mallagers would agree to 
this point and accept their responsibility to assist and 
provide their officers with assistance, they must also 
realize the responsibility of assisting the same officer 
who may not be capable of proper performance due to 
personal problems. It may be in the area of personal 
problems that has caused the most misunderstanding and 
resistance between the manager nnd the mental health 
practitioner. rt may be very difficult for the manager to 
feel II level of responsibility to the officer who is 
experiencing a personal problem and is unable to work 
as a result of those problems. What the manager must 
remember is that regardless of the stressor any inapprop
riate behavior on the part of the police officer does have 
an impact on the agency, if only in terms of lawsuits. 



l'herefore it is the duty of the manager to seek out what 
assistance he has, to determine the extent of his respon
sibilities and develop a firm understanding of the stress 
issue so that a sound managerial policy can be developed 
and implemented in rco;nnnse to the stress issue, 

In an attempt to develop a more cohesive working 
relationship between the police manager and mental 
health practitioner, what might be needed is a view of 
the stressors in law enforcement that can be divided bet
ween work related and non-work related issues. 

Issues that are inherent to the police services, such as: 
post shooting trauma; the problems created by the crim
inal justice systems; the investigations of various serious 
accidents; the continual exposure to the negative side of 
human behavior and other situations that are asssociated 
with the job of being a police officer could be included 
in the "Work Related" model of police stressor. 

Also included in the "Work Related" model could be 
those stressors that are generally referred to by many of 
the previous articles on police stress as the result of 
occupational and/or internal issues. It appears that rather 
than dividing these stressors, they could be incorporated 
under one heading. The issue that could be included with 
this category would include such factors are: shift work, 
pay and other benefits, career opportunities, media rela
tions, administration policies and other factors that may 
lead to difficulties among police officers. 

The factors that would be covered in the "Non-Work" 
issues are those events that deal primarily with the per
sonal life of the police officer. Issues such as: martial 
discord, problems with one's children, financial difficul
ties and other situations that causes stress that are gener
ally self-induced. 

When dealing with a reluctant manager. it may he 
advantageous to draw attention to those issues directly 
under his control. Categorizing the stressors under these 
headings, the manager may be provided with a broader 
view of his responsibilities to his personnel. By initially 
having the manager focus his attention to the occupatIOnal 
factors that may cause stress and having the manager 
accept the evidence generuted by the many competent 
mental health practitioners. the reluctant manager may 
accept his respon'libilities to those issues under the "Non' 
Work" category. And if the manager accepts the concept 
that it is his realm of responsibility tn deal effcctiv('lv 
with those IIlclOents that may cause stress. a more produc-
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tive relationship may evolve between the manager and 
the mental health practitioner. 

In summary, if the concept of psychological services 
is to be successful, the resistance of the reluctant police. 
manager must be approached and dealt with effectively. 
One means to accomplish this is to communicate with 
police agencies who have achieved a level of success in 
the development and implementation of ~ound psycholog
ical service programs. The information that can be 
gathered from both the mental health practitioners and 
police manager (let us not forget him) may assist others 
to meet the demands of establishing positive reactive and 
proactive support progams for our nation's police offic
ers. 
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MEDIATION: THE .POLICE OFFICER'S ALTERNATIVE TO LITIGATION 

James L. Greenstone, Ed.D. 
Sharon C. Leviton, Ph.D. 

Conflict Mediation is defined as the intervention of a 
neutral third party who. intervening at the request of the 
parties themselves, assists the parties in controlling the 
argument, in determining the needs and wants of the 
parties, and in determining the needs and wants of the 
parties, and in establishing acceptable resolution of their 
conflicts. Mediation h; c1irferentiated from arbitration in 
that arbitration imposes a settlement on the parties after 
they have requested the intervention of the neutral judge. 
It is differentiated from litigation the parties to the dispute 
are represented by opposing council each of whom seeks 
to eSln\;lish a cleat' victory for his client. 

Mediation returns the opportunity and the responsi
bility for the conflict resolution to the people directly 
involved in the conflict. The mediator assists the parties 
in finding their own way out of a dispute. 

HISTORY 

Mediation is not a new idea. It probably had its begin
ning in early pre-history. but was first widely known 
during the period of the [(atian City-States in the 14th 
and 15th centuries. Since that time, its use has been 
constantly expanding into the areas of international, inter
personal, and interorganizational affairs. In 1968, The 
Institute for Mediation and Conflict Resolution in New 
York City began operation which led to its incorporation 
into the City Government of the City of New York. The 
Institute is currently mediating certain kinds of felony 
crimes. From 1968 to 1973. a few centers were estab
Iishcd in the Unitcd States including the Columbus Night 
Prosecutor's program. The centers that did emerge were 
often active in environmental dispute resolution, e.g. 
RESOLVE in Pelto Alto, California and ROMCO. the 
Rocky Mountain Council on the Environment located in 
Boulder. Colorado. 

IN 1972 and 1973, the Law Enforcement Assistance 
Adrninistratl(ln under thl! auspicies of Attorney Genel'al 
Griff1n Bell established a funding program for three 
Neighborhood Justice Centers through which minor dis
putes can be handled without legal intervention. The 
centers were developed in Atlanta, Kansas City, and Los 
Angeles. The Atlanta center received most of their refer
rals frnm the courts. The center in Kansas City received 
its referrals from the police department. The center in 

Los Angeles received referrals from community agencies 
and individual disputants. By 1980 and 1981, the Law 
Enforcement Assistance Administration funding had 
ceased. Those centers of the three that are stilI operating 
draw from different budgetary bases than they did during 
the 1970's. 

Currently there are 180 centers across the United 
States. They vary in size and in annual elise load. The 
cases referred for mediation include domestic relations, 
commercial relations, interpersonal affairs, and divorce 
mediation. Most cases are referred by courts, district 
attorneys, police departments. justice of the peace, public 
interest lobbies, and community services. 

The mediation process provides a community 
mechanism for reaching settlements through nonjudicial, 
nonadversary proceedings. The strength of the process 
is in its capacity to do the following; 

I. To ease the load on the court docket. 
2. To reduce the expense of litigation. 
3. To potentially lessen the degree of stress 
and tension experieced by the disputants. 
4. To provide the possibility of a win/win 
outcome. It additionally provides an instruc
tive experience to aid the parties involved to 
proceed with their life more efficiently and 
more productively. 
5. To provide a setting for the disputants to 
be the author of the settlement rather than 
the victim of an imposed judgement. 

'fHE MEDIATOR'S ROLES 

The mediator is primarily a facilitator. He provides 
the parties with a process through which there can be 
joint examination of issues, recogition of common objec
tives, and insights into opposing perspectives. As a 
neutral he can help probe and dispel areas of misun
derstanding encouraging a climate conducive to problem 
solving, He performs as courier, interpreter, catalyst, 
and gentle persuader. He makes no judgements as to the 
merit of positions and renders no decision as to who shall 
prevail. His many roles include that of educator, trans
lator. agent of reality, idea generator, and crisis inter
vener. 
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In the role of an educator, the mediator can help each 
party understand the technical aspects of a conflict, thus 
promoting better understanding of both sides of the issue. 
The mediator also helps the parties understand the 
benefits in resolving the dispute between them. He con
tinually translates and clarifies terms to ensure that both 
parties understand what each one is saying. In facilitating 
the session the mediator keeps the process in motion. He 
constantly encourages the disputants to identify and 
clarify the issues in dispute, and he points out areas of 
agreement and disagreement. When it seems appropriate 
he summarizes discussions and agreements. As an agent 
of reality, the mediator can help the parties recognize 
what is and what is not a practical solution to their differ
ences. By presenting the consequences of any solution 
considered by the parties, the mediator helps both parties 
come to a resolution of the dispute with an agreement 
with which they can live. The mediator may be the only 
person present capable of generating new ideas or alter
natives. Often thc mediator will be required to rebuild 
rclationships and faciliate discussions if anything is to 
be accomplished. Ht:. can make proposals directly by 
simply suggesting a series of alternative settlements for 
the parties to consider. He might decide instead to suggest 
some hypothetical possibilities. He might use a "what 
i!'?" open ended question. 

fn employing each of the roles mentioned above the 
mediator must be able to help the parties do the following: 

I. Communicate with each other. 
2. Identify and separate substantive issues 
from emotional issues. 
3. Look at the issues causing the dispute. 
4. Understand and appreciate each others 
problems, concerns, and positions. 
5. Reassess their own positions on tht:: issue. 
6. Recognize when they are actually in agree
ment on an issue. 
7. Recognize suoerordinate goals. 

The mediator's task will be simplified by his doing 
thc following: 

I. Probing and asking direct qucstions that 
will provide information and clarify informa
tion already given. 
2. Listening objectively to what thc parties 
are saying in order to get a sense of the real 
problem. 
3. Observing what the disputants say and 
what they do. Often body language and non
verbal behavior become a more important 
source ofinformation than do verbalizations. 
4. Dissipating tension by the use of causcus
ing, asking an appropriate question, or 
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making a statement that will create an atmos
phere more conducive to problem solving. 
5. Maintaining control of the process and 
keeping the disputants on target. 
6. Being prepared to effectively intervene 
should a crisis develop. 

The mediator must remain objective and impartial. He 
must be reassuring and calm, maintaining a certain stead
iness and warmth toward both parties. He must be sup
portive and willing to reach out to the p~ies both emo
tionally and physically as indicated. The disputants will 
normally open up if they feel that the mediator is 
interested in their problem and can be trusted to help 
with the process. The mediator must be patient. He must 
allow the parties time to work through the problem and 
the solution. Even though solutions may not always be 
available on the spot the mediator must hold out the 
realistic hope that solutions are possible. The mediator 
actively tries to help the parties mobilize their own 
resources to affect a resolution. If the parties believe that 
the mediator is capable of helping them reach a solution 
to their dispute. they will be more likely to trust him and 
the process. 

THE MEDIATION PROCESS 

The mediation process begins when the mediator first 
encounters the parties involved. The mediator must make 
an immediate assessment of the level of hostility , anxiety, 
willingness to be involved in the process, need to with
draw, and any other signs transmitted by the disputants 
as they enter the room. Based on the facts presented in 
the client profile and the mediator's own current quick 
assessment, he should have a planned seating arrange
ment as he brings the parties into the mediation. The 
arrangement should convey the mediator's position of 
neutrality and equalize the power of the disputants. It 
should maximize the personal safety of everyone 
involved. Objects that have the potential for becoming 
lethal wcapons should be removed from the setting. 

The Opening Statement 

The mediator's opening statement is important because 
it sets the basic rules for the operation of the hearing. In 
explaining and interpreting the proccdural ground rules, 
the mediator lays the foundation for his relationship with 
the parties. These preliminaries, properly presented to 
the principals and with their acknowledged understand
ing, are critical to successful negotiations. During this 
interaction the mediator can make either a positive or a 
negative impression that can have a profound effect upon 



the hearing process. Accordingly, the presentation should 
put the disputants at ease and develop the mediator's 
expectations for the session. The introductory statement 
also allows the mediator to introduce a win/win problem
solving approach to the conflict. The basic points that 
should be covered in the opening statement include: 

I. A welcoming statement 
2. An introduction of the mediator(s) and 
participants 
3. An explanation of the process 
4. An explanation of the basic premises of 
confidentiality and impartiality 
5. An explanation of ground rules 
6. An outline of the procedures that will be 
used 

Ventilation and Information Gathering 

The next stage of the mediation process consists of 
ventilation, information gathering, problem solving, and 
bargaining. Bargaining can only occur after ventilation, 
information gathering, and problem solving. rt is recom
mended that the mediator usc the following approach: 

1. Ask each disputant to state his perception 
of the conflict. Hear all evidence pertinent 
to the dispute. Collect any evidence relating 
to the dispute such as written contracts, can
celled checks. receipts, etc. 
2. Clarify issues. 
3. Determine whether the partiies agree on 
the credability of the incidents and informa
tion. 
4. If the parties disagree, direct them to iden
tify the differences and encourage them to 
account for the disparities. 
5. Clarify remaining differences and see if 
the disputants can form a common under
standing. 
6. Ask each disputant to determine what he 
wants and what he needs to resolve the con
l1iet. Help the parties differentiate between 
wants and needs since this distinction will be 
crucial in negotiating an agreement.. 
7. Listen actively to the disputants' issues 
and feelings. 

If the parties have not developed thc issues of the 
conflict in the initial joint exchange. the mediator must 
find a means to secure this information without either 
party losing face. Since the immediate dispute is often 
a residual of past or on-going conflicts, the disputants 
frequently bring with them feelings of anger, frustration, 
disappointment, and revenge. Before they can deal erfee
tively with issues of problem resolution they must Ilrst 
deal with these feelings. During this ventilation period 
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mediators must be aware that people ventilate on different 
levels. Thus, the mediator must be flexible and able to 
cope with uncertainty and changing conditions. He must 
be prepared to adjust to the disputants' actions. A strategy 
of caucusing may prove beneficial in drawing out the 
disputant's feelings. While working in the ventilation 
stage, the mediator needs to be alert to the verbal and 
nonverbal cues emitted by the disputants. He must listen 
actively to the disputants' issues and feelings and show 
concern for the feelings expressed. It is not be expected 
that the mediator will agree or disagree with the emotions 
expressed. It is important that he be empathetic and atten
tive. The ability to mirror the disputant's issues and 
associated feelings allows ventilation to be of maximum 
benetit. 

While ventilation works as a release for disputants, it 
also sets the parameters of the dispute for the mediator. 
The ventilation and joint disclosures describe the conflict 
situation and increase problem solving. 

Bargaining and Negotiation 

After a hearing has reached the point thuteach disputant 
has drained at least a portion of the emotions, the parties 
can move toward bargaining and negotiation. Prior to 
this stage of the mediation session, the mediator took an 
active role in the process. He gathered infonnation and 
served as a conduit for the parties. During the bargaining 
stage, it is important that the disputants take an active 
role and directly communicate their needs and demands. 
This wi!! create the psychological ownership that will 
make the final agreement work. The amount of commit
ment to resolving the dispute is proportional to their 
commitment to the outcome. Any agreement that results 
from actual bargaining by the disputants stands a greater 
chance of being adhered to than an agreement made by 
the mediator. 

There are certain tactics that seem to increase the 
chances of resolving an impasse in the negotiations. 
These tactics include: 

I. Developing tradeoffs that are equal in 
weight. Special attention should be given to 
understanding the equality of the tradeoffs. 
2. Establishing superordinate goals. The dis
putants develop outcomes that are more 
important than the contlict itself. [f the dis
putants realize that only through a combined 
effort can the goals of both parties be 
achieved, and that the goal is urgent aud 
highly desired, then resolution becomes of 
utmost importam:e. Por example, settling a 
neighborhood dispute in order to protect the 
safety of the children in the area, or main
taining open lines or communication after a 



divorce becomes final in order to plan effec
tively for the benefit of the children might 
be interpreted as a superordinate goal. 
3. Creating a synthesis. The mediator deter
mines that the values in conflict are total 
opposites, and through problem solving 
techniques he helps foster a third views. 
4. Allowing a graceful retreat. The mediator 
must help parties in retreating without loss 
of face. 
5. Identifying and suggesting sources not 
apparent to the disputants. The mediator must 
assist parties by generating alternatives. He 
must often ask "what if' questions. "If this 
occurs how would you feel?" "What would 
happen if - ?" The mediator must open 
options for consideration. He must I.dlow the 
disputants to weigh and evaluate each option 
presented. Pressuring the parties into making 
a quick decision is counterproductive to the 
process. They must be given time to expo lore 
the consequences of a decision if a viable 
solution is to be reached. 

6. Narrowing the gap by pointing out 
similarities that exist and mimimizing the dif
ferences. Often reminding parties of their 
stated needs and their proximity to achieving 
these needs will be encouragement to nar
rowing the gap even further. 
7. Reducing tension. As was mentioned ear
lier, the mediator's sensitivity to the emotions 
of the parties is vital in conflict management. 
8. Opening constructive communication 
channels between parties. Some mediators 
feel comfortable insisting that all communi
cation between the disputants be directed 
toward the mediator. This strategy might be 
effective in some cases where the disputants 
are committed to reaching an agreement but 
refuse to talk to each other. Generally, it is 
a more effective strategy to encourage direct 
communication between the disputants. The 
mediation session can provide an instructive 
experience for the parties in dealing with 
future conflict management. 
9. Setting limits. While it is important not to 
pressure the disputants into making careless 
or rash agreements, the use of time limits to 
facilitate bargaining can be effective if 
handled judiciously. 
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Certain conditions may impact on the mediator's ability 
to develop a resolution. These are: 

1. The number of issues. One-issue situation 
may constitute win/lose situations where 
compromise is difficult. While multiple issue 
situations necessitate "log roIling" this is time 
commming. 
2. The type of issues. Concrete issues are 
generally easier to resolve while abstract 
issues (such as esteem, honor, and face sav
ing) are difficult to deal with. It is sometimes 
difficult to make abstract issues concrete. 
3. The number of disputants. As the number 
of parties increases, the number of issues also 
increases. 
4. The amount of time available. Disputants 
often limit their time which pushes them 
toward action that may not include a review 
of the consequences. Conversely, i,t may pre
vent them from spending the time needed to 
resolve the conflict. 
5. The value system in effect. Different value 
systems set expectations with respect to 
power status arrangements. 
6. The communication channels available. 
The parties' ability to communicate verbally 
and non-verbally heightens bargaining. 

During the bargaining stage of the mediation session, 
the mediator needs to create an environment where the 
parties directly communicate their demands/counter 
demands. Indirect bargaining through the mediator may 
appear to be' :,eneficial but the risk is that the parties may 
not own (psychologically) ,the agreement. Accordingly, 
it is valuable to push the parties into direct bargaining 
as much as possible. However, not all cases are readily 
resolved, and the mediator must deal with impasses. 

Impasses 

When a mediation session has reached an impasse, the 
mediator must take the time to work through it. If the 
parties are not willing to negotiate, the mediator must 
look for motivating factors that can break the deadlock. 
These factors usually are expressed during the introduc
tory and ventilation stages, and the mediator must pick 
up on them. Examples of motivating factors might be: 

1. The need to maintain the relationship. Will 
the impasse create a problem in terms of 
maintaining the relationship. If so, are the 
parties willing to pay the price. What are 



they willing to do instead to insure the con
tinuance of the relationship. 
2. The ned to terminate the relationship. WiII 
the impassse (Le. division of property or 
money) allow the parties an opportunity to 
interact when cessation of the relationship is 
the goal of at least one of the disputants. If 
the distribution increases the chances for 
interaction, is it for one party to give up a 
disproportionate amount. 
3. The need for affiliation. Will the impasse 
create problems between the disputants and 
other people significant to them. 
4. The need for self esteem. WiII the impasse 
increase the chances for loss of self esteem. 
5. The need for reality. Will the impasse 
create circumstances that are unacceptable 
personally and/or legally. 

Some parties are willing to maintain an impasse situ
ation. The mediator cannot be responsible for this. How
ever, sometimes the parties need the mediator's help in 
taking a risk. Assisting them in risk taking might break 
the impasse and allow an agreement. 

To reach the agreement stage, the mediator must: 
1. Be positive 
2. Take control of the hearing 
3. Remain neutral 
4. Help the disputants see alternatives and 

options 
5. Be concrete 
6. Emphasize areas of agreement 
7. Narrow the impasse area 
8. Describe; do not evaluate 
9. Check perceptions 

10. Test hypothetical alternatives 
11. Differentiate between needs and wants 
12. Be sensitive to feelings 

If the mediator has made use of all of his skiIIs, and 
does not feel that the case is resolvable, he will explain 
to the disputants that he is terminating the session. If all 
agree, he closes the hearing. 

If the parties are prepared to move toward writing an 
agreement, the mediator might consider the following 
guidelines: 

The Agreement 
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1. Write agreements that the disputants un
derstand; be sure that the disputants are agre
eing to what is written. 
2. Write realistic agreements that can work. 
3. Write agreements that give the disputants 
an outlet if the conflict reoccurs. Build into 
the agreement a statement of their intent to 
retUll1 to mediation if any or all of .the items 
in the agreement are violated. 
4. Write creative agreements which structure 
the conflict. 
5. Write preventative agreements that limit 
future problems. 
6. Write agreements in concrete terms. 

As Richard Evarts, Executive Director of the Dispute 
Mediation Service of Dallas defines the written agree
ment, it is a "clear, definitive, conclusive statement that 
sets forth mutual expectation; promises action; 
memorializes a set of actions; and indicates the result of 
breach." The contract created by the disputants must 
include the following elements: who is to perform, what 
specific performance is expected, when must the perfor
mance take place, how is the performance to be handled, 
how much is expected, and what will result in case of a 
breach of any portion of the contract. The "what if' 
clause is essential in underscoring the parties' trust in 
the worth of the agreement and the mediation process. 
The mediator must be an agent of reality in helping the 
disputants prepare an agreement that they can psycholog
ically own and accept as binding. After the agreement 
is prepared a final statement is written into the document 
stating that "the parties to this agreement understand that 
this agreement is the final settlement of the dispute be
tween them over matters mentioned in the agreement, 
they intend for the agreement to be enforceable according 
to its terms in any court of competent jurisdiction." Both 
parties then sign the agreement and each receives a copy. 

CONCLUSION 

Mediation represents an exciting and vital alternative 
to nonjudicial, nonadversary proceedings. Its great 
strength is in its inherrent mandate to return the oppor
tunity and the responsibility for the conflict resolution to 
the people directly involved. 
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LABOR/MANAGEMENT STRESS RELIEVEMENT 

Robert B. Kliesmet 

Throughout the twentieth century, police. administra
tion has been dominated by a management theory that 
has emphasized centralized command and control, 
limited discretion by workers, standardized procedures, 
firm enforcement of routines, and top down communica
tions. The term "professional police" has become the 
chiefs-only they are members of the one "professional" 
organization in policing; the International Association of 
Chiefs of Police. 

Recent scholarship has explained the dominance of 
this management strategy: turn-of-the-century urban 
reformers bent upon maintaining political control of 
police and ending police corruption embarked on what 
Moore and Kelling (1938) have identified as a "reform 
organizational strategy." That strategy included 
attempting to narrow police functioning from a broad 
range of urban services to crime fighting; limiting the 
sources of police authority to criminal law and police 
professionalism (and denying that political authority 
exists for police action); emphasizing technology; 
reducing police officers discretion (or denying that it 
existed); and, developing the management style men
tioned above. Even police tactics such as preventive 
patrol and rapid response to calls for service-thought 
to be developed primarily for the purpose of providing 
service to communities-have turned out to have as one 
of their major purposes maintaining organizational con
trol over patrol officers (Fogelson 1977; Moore and Kel
ling 1983). 

The limitations of this reform strategy have now 
become apparent. Crime has not been reduced by preven
tive patrol or rapid response to calls for service. Despite 
denials by police executives, police officers continue to 
exercise considerable discretion. Public support for police 
seems to be waning: cities are reducing the size of police 
departments while private security is a thriving industry. 

Of central concern in this brief paper, however, has 
been the impact of this management theory on the police 
I represent: rank-and-file officers. What is apparent is 
that role ambiquity, boredom, and role conflict-major 
stressors in policing-mayor may not be inherent in 
police work, but absolutely are inherent in the manage
ment style of contemporary police administrators. 
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Note: despite the fact that police officers 
spend relatively little of their time in crime
fighting activities, arrests continue to be a 
major indicator of police officer 'perfor
mance. 

Note: despite the fact that police officers 
spend a good portion of their time in order 
maintenance activities and are "unofficially" 
expected to engage in that role, no training 
in order maintenance techniques are pro
vided, no policies regarding order mainte
nance are published, no records are kept of 
these activities, and they do not count as indi
cators of performance-their only consequ
ence can be trouble for officers. 

Note: despite increasing awareness of the 
potentials of police tactics which emphasize 
close working relations between police 
officers and citizens and communities (and 
the high morale of police officers which 
results), police tactics continue to emphasize 
automobile patrol and rapid response to calls 
for service. 

So, role ambiquity, boredom, and role conflict are not 
simply consequences of the nature of police work, but 
part of an organizational strategy and resulting manage
ment style in policing that was deliberately chosen by 
early twentieth-century police leaders and now con
sciously maintained by current police managers. That 
this organizational strategy has failed is apparent; why 
it is maintained is not. If it had succeeded in substantiaIIy 
reducing crime and maintaining order, requiring officers 
to tolerate the reform management style may have been 
appropriate. But it has not been a success. Communities 
are not being well served and officers are subjected to 
unnecessary and inappropriate levels of stress. Moreover, 
what is lost in this relatively narrow bureaucratic 
approach is maximum utilization of human resources at 
all levels of command, also lost is a climate of creativity, 
not to mention insensitivity to community demands for 
different types of police service and the potentials of 



communities to assist police in dealing with crime and 
maintain order. 

Justification for maintaining this style of police man
agement is not to be found in other sectors. Management 
theory in the private sector has outgrown this approach, 
especially in the most successful organizations (Peters 
and Waterman 1982). Moving beyond traditional 
bureaucratic thinking, (Peters and Waterman 1982) bring 
together in their popular book, In Search of Excellence, 
wisdom gained from research on the work habits and 
styles of successful private sector organizations. 
Although their model of developing excellence in the 
private sector needs modification to be applicable to 
public sector organizations, their emphases on capturing 
the vision of employees, keeping in close contact with 
employees, monitoring complaints, an action orientation, 
and keeping management lean and in close contact with 
consumers, recognizes the shift that has taken place in 
contempory thinking about organizational management 
and development. 
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My point is this. We must continue to develup prog
rams which ameliorate stress: counseling, therapy, and 
other stress reduction and management programs. Addi
tionally, we must work to improve working conditions 
as they pertain to shift work, officer safety, better training 
and reward systems, and improved supervision. But at 
the heart of our cunent problem in maintaining the health 
and well-being of i)olice officers is the stubborn mainte
nance of a manageauent style which demeans police offic
ers, deliberately cn.ates task ambiquity, and attempts to 
remove from police work some of its 11}0st successful 
and satisfying functions. When communities and the 
"police profession" address the problem of the cument 
organizational strategy and its attendant managerial style, 
many of our major problems of stress and well-being 
will be solved. We will still need special programs for 
assisting some people manage stress, but stress will not 
be an endemic aspect of the job. 



CAREER DEVELOPMENT AND POLICE OFFICER ADJUSTMENT 

Gregory Riede, Ph.D. 

One of the ways that psychologists have attempted to 
understand people's behavior is by identifying stages of 
development in the personality, such as were identified 
by Freud (1943), Piaget (1955) and Sheehy (1979), and 
in their careers such as were identified by Roe (1956), 
Super (1957) and Ginzberg (1971). These theories of 
development have usually addressed general populations 
with explanations of what we might expect to be common 
behavior in various situations and at certain stages in 
peoples lives. These developmental theories seem to 
suggest that as people move through the various stages, 
they attend to certain areas of their lives, based on their 
physical, psychological or career interests and needs. 
When they increase the amount of attention given to a 
particular area they also reduce the attention available 
for other areas, resulting in changes in previous patterns 
of activities and relationships. 

In attempting to understand the developments in a per
son's life in a particular career such as police work, we 
can see that there are common changes in patterns of 
behavior and in relationshps as officers proceed through 
their respective careers in law enforcement. As police 
psychologists, one of our tasks seems to be to help officers 
determine if changes they are experiencing are within 
normal limits for someone in their particular career roles, 
and to help minimize unwanted effects of these changes 
in their lives. 

The career of police officer has a much more 
demanding and specific role identity than most other 
careers. Officers are constantly conspicuous about their 
careers during work hours and are frequently placed in 
the police officer role by themselves or others during 
non-duty hours. Perhaps one of the reasons that the 
specific career of police officer has received so much 
attention from psychologists, when compared to 
thousands of other careers, is because the role of the 
officer has such extensive identity and recognition in the 
community. The result is that officers' lives are more 
dramatically affected by their careers than people in other 
professions. When officers move through various 
develpmental stages, the stability of their interests and 
attention given to career and other activities varies. In 
some officers' lives the balance in areas competing for 
the officers' attention may changes so extensively that 
unwanted effects can occur. Two affected areas in which 
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we frequently observ~ these corresponding changes are 
recreational interestr. and family relationship stability. 

Although, it is pos~ible to identify a numer of different 
stages of development, depending on the choice of 
behavior and events selected in the career development 
of police officers, four stages can be delineated based 
on the officers' knowledge and degree of experience with 
the work. Four suggested stages are as follows: The 
Idealistic stage, the Adolescent stage, the Established 
stage and Termination/Retirement stage. Though officers 
vary in the rate at which they move through each stage, 
during each stage they are similar to each other with 
respect to their levels of experience, the energy and atten
tion they give to their police careers, and how they form 
their identities. 

The following characteristics are frequently 
demonstrated by officers in each of these developmental 
stages. 

Idealistic Stage 

For the idealistic officers, knowledge and information 
identifying the behavior associated with the role of a 
police officer comes from public media, including news 
and entertainment sources. The beliefs of the idealistic 
officer have not been tested by work experience, but 
rather are based on fantasy. Often these idealistic officers 
have unrealistic beliefs about the skills and abilities of 
police officers. At later stages they find these skills and 
abilities to be unobtainable. At this stage their goals are 
not bound by real limitations of ability, equipment, policy 
and the law. The officers' knowledge, like that of the 
public with no real police experience, is frequently based 
on entertainment media. The information that is gained 
through police training, although it may be based on 
veteran officers' firsthand experience and may provide 
accurate and valuable information, genemlly does not 
greatly change the concept of the police officer role for 
the idealistic officers. The idealistic officer describes his 
work in unrealistic language, concentrating on the excep
tions of the work rather than its routine. He frequently 
dedicates an excessive proportion of his attention to the 
career of police work whether he is on or off-duty. If he 
has a history of other recreational activities or family 
relationships, he frequently begins to reduce the level of 



attentiveness to these areas so that the can have more 
lime and energy for the police career. The idealistic phase 
generally includes some questioning of one's own ability 
to meet the demands of the wl)rk of an officer and usually 
occurs during academy training and the field training 
stages of development. although his family and frien~s 
arc '-;ometimes concerned. they are usunlly tolerant of 1m 
changes and often believe that thcv nrc the temporary 
results of his having a new job. 

Adolescent Stage 

The aunle~cent officer !.tnge of uevelopment is most 
characterized by the officer attempting to identify \\ ith 
what he bclieve~ to be the role oj' a very capable ofticer. 
The officer .. ' bchavlOr i., affccted both on ,md oIT-duty. 
On-duty behavior frequently includcs dcninl of inabilitie,> 
and a tendency to be overcnntidelll and risk taking. The 
oflicer h more likely at tim tillle in hi~ career to he 
unnece'>sarilv authoritarian. He may tend to respond to 
non.emerge~cy call ... and ~ituation .. HC, though they arc 
emergencle ... amI Will be hypercritical of other" who do 
not demon'>tate what he belieye~ to be "real police" 
behavior. Ofr-duty the (lffker contlOue ... tn ~ee him~elf 
in the plllit:e orriccr role and frelluently turns the com
municatioll to hi .. career. He i .. Iikle} 1(' refer to dtiLen~ 
and ~ituution~ in polkl: jargon amI though the ~ituatJ(ln 
may not demand If.. \'dll fn:quentlj identify hlm~df to. 
(lther~ a ... an (lITker. He rna) extend hi., work role 01 
de(ernlilllng \H(lngrulne~ .. and lI ..... igning re,>pon.,ihiit> tll 
hi~ non-work Ii fe, re\lliling In negative Hnd blaming 
attitude .. III per.,onal relatilln~hip ... Thl .. can. unfortu
natelv. have un""anled effect .. on pJ'l!viou'> ,,(leial relution
"hjp~·. including marriage and parenting. The. ad()le,>cen~ 
.. tage i .. perhaps the 1ll0~t difl1cult Itlr the IIdJllstment 01 
the officer nnd hi~ famil\', The r .. te of movement through 
thi .. .,tage ha .. \';Ide va;mhility; hnwcvcr. mo.,t ()rnc~r .. 
appear to move through it III two to three I.ears alter 
probation. Altlmugh. llnlnrtullHtely a" .,orne olfker .. .,ay 
<thou! tho.,c who do not udjll',t pa .. t thi .. mlole.,cent stnge. 
"he is doing the fir~t yc,lrol polIce work twenty time .... 

Established Stage 

In the estubli .. hcd ~ta!!c the officcr h" ... matured to II 

level where he i~ <lcceptin~ of the dutie .. i1nd Iimitatioll" 
or u police tllTicer lIe h,,~ !I tcndency to rebuild more 
or hi., identity in urea ... of hh life other thHn hi'" police 
C'lreel', He may relleve[llp rel..:reatJon., amllrieml'ihip ... thm 
preceded hi ... h~'c()mlll,L! :In 01 rlCl'r. 1I11~1 he ,i~ Iik~l.Y to 
become more inter~·.,ted III ramily rellltlon"hlp'" With hi., 
"pou .. c and children IIi ... on-duty beha\-ior u'iually 
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includes mtntnllztng the enforcement aspects of his 
interaction with the community. He will more often than 
in his earlier development attempt to reduce and defuse 
ruther than intensify situations to which he is called. His 
need to take risks or attempt to prove himself as an officer 
is diminished and in many situations Ite prefers to be 
identified individually mther than be identified by the 
stereotype of a police officer. The stresses he experienced 
associated with being accepted us an officer tend to 
reduce. If stre~ses develop. they tend to bl' more often 
associated with his police career identity interfering with 
the other areas of his life. such as family and recreation. 

Termination/Retirement Stage 

Many officers leave the career before retirement. In 
such cH .... e ... the ofl1cers have generally sought other oppor
tunities or activitle .. that fultill active career needs. These 
people develop adju.,tment!l necessary for whatever new 
pursuit~ they have chosen. In !.uch ea~e!' they tend to 
relluce thcir identity with the police career and reduce 
their association with police departments and. therefore. 
with police psychologi~t~. The officer:. who stay with 
the departments until retirement, however. tend to keep 
a .. tconger police role identity. As a result nClhis continued 
a~sociatitln they Illay tend to continued to participate in 
the pohce culture. including the lise of police 
p ... ychologisl .. after retirement. In these in .. tances of retire
ment. if they have not prepured thel11.,elve~ for continued 
activity and I'e:.ponsibility. they Mlllletimes experience 
dcpre'>sion and fnmily connicts. The effects :.eem to occur 
as a re.,ult of exceS'ilve de!l1<lnds being placed on family 
and recreutiol1HI relati(1n~hlp~ in an utlel11pt to meet needs 
in area., that 'rr\!re prevlOu,ly met by the police carecer 
at:tivit!e., . 

'r he recognition of change., that occur through the nor
mal career development of' police offices may provide 
police ps)chl1l~)gists with ttdditiol1alopponunilies for as
~i~ting officer ... and departments. Psychologists. when 
wor~ing in the (IrCH 01 cvaluation. may be uble to develop 
instrumcntation to identify which applicants ure most 
likely to have 'iucce'iS or failure at the various stages. 

If lin adequate under~tunding or udjllstl11ent rellr~tions 
Lhut ()rfic"r~ lJ1ay have at variou~ !!tagcs of experience 
can he had. perhup., preventive measure., can be taken 
at appropl'iH!e lime., lind ~tllge~ in the ()fficcr~' careers. 
In thi), wuy. we may gIve attention to the offict:rs' needs 
<It the 111\1.,r crith:al time ... Many departments ulready 
addre~., the p"ychologiculneed'i of the oflicer~ in in-ser
"ke trUlning and ""or~~h()ps, Perhap" with more knowl· 
edge 01 CHrcer development pattern.,. we can nrganize 
this truining lind pla!,.'e it Illlll'e elTectively in the officers 
career. 



Certainly, if we are able to study the career develop
ment of officers, we may learn better therapeutic 
techniques for assisting officers through the stresses and 
changes that they experience at certain stages of their 
careers. This knowledge may allow us to help the officer 
put in perspective his experiences, whether they are com
mon and transcient adjustment reactions, or they are more 
long term and. erious difficulties. 
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UTILIZING PSYCHOLOGICAL TECHNIQUES 
TO DEVELOP POLICE MANAGEMENT SKILLS 

ellen Scrivner. Ph.f). 

The American police officer has been studied. 
scrutinized. surveyed and evaluated more than any group 
in thl! criminal justice system. Thi<; scrutiny renects an 
ongoing attempt to enhance the effectiveness of' law 
enforcement personnel. These investigations have pro
duced useful information and have permitted police 
psychologists access to a relatively dosed sy~tem. A 
broad scope of successful interventions have been 
developed through these efforts lind psychologists nmv 
impact on law enforcement administration in entry-level 
personnel decisions, promotional prm:e'i'\e'i and consulta
tion to command decisions. At the level of the individual 
oflicer. the p~ychologist!,' impact ha~ been marked 
becau~e of the counseling services and tmining program .. 
that have developed to meet the unique needs of law 
enforcement personnel. In achieving thi., goal of 
improved effectiveness of law enlorcement officer'i. how
ever. one population ha~ remained remarkably free of 
scrutiny. and that i., the police manager. Often 'iupportivl' 
of intervention .. that will a'isi.,t or improve the "troops", 
police managers arc generally able to artfully avoid 
attempt" to .,ubject their group to evalmlllOn. Yet. a que,;· 
tion remain'i if erfectivene.,~ can he enhanced fully hy 
looking at only one of the "pectrum. in this ca.,c the 
employee'! Or do p"ychologi.,t ... need to fl)CU'i. <\., well. 
on managers to help the law enforcement "Y'item lully 
realize it'> full orgalllzalional pOlentiul'? This paper 
addresses an approach to the a,<;e.,<;ITIent of polkc man
tiger., and de-.cribe., It 'ielf-apprai<;al method to help man
agers identify their own management approm:he'>. as 
bt\~cd on per"ionality, und learn, ali well. .,olllething about 
the management per'ipectivc'i of their peer ... ~ it presents 
daHl Lhllt were collcl:ted dunng a two-tIllY management· 
'itre,,'! police work'ihop. 

Selr·a~'ie .. srnent formed the nudeu., of <\t.:tivity III a 
workshop condut.:ted with a police ('mlllllalld '>mlL For 
twO day .... police manager .. (n 32) enga!lcd in a vuriety 
of exercises that a~'ie ... <;ed their work habits, time manage
melll "kill'>. personal Ji('e .,lyle., and habit." culminating 
in their completIOn of il1lflVldulI1 '>ltc." prof ile., 1\ nHl]llr 
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factor in this approach to self-assessment was the comple
tion of the Myer!'>-Briggs Personality Type Inventory. 

The Myers-Briggs Type Indicator is based on a Jungian 
theoretical and constructive framework and reflects 
Jung's pcrsonality typology. Form G. used in the work
shop. consists of 126 statements. presented in a forced
choice questionnaire fomlat. and provides a self report 
on bask preferences about perception and judgment rela
tive to how one takes in information and make decisions 
about it. It was selected for use with this group because 
it permits discussion of personality characteristics in a 
non-perjorative and non-threatening manner. since it 
avoids depicting personality traits as clinically signiticant 
within a diagnostic framework. Instead. the Myers
Briggs lievelops personality information that can be 
characteriLed as practical. realistic. non-judgmental and 
free of the "psychologizing" approaches that are 
annthcma to police administrators. In this regard. its tind
ingo; can also be related to success with mllntlgement 
tasks and thus presents useful information that managers 
can apply in the course of their daily work. 

In es..,ence. the MyerS-Briggs measures habitual 
I ... hnice., that renect four basic preferences which. 
according to theory. structure the individual's personality 
I Myer'i. 1(62). These preferences involve perception. 
the pmces~e~ of becoming aware of people. things or 
idca<;; nnt! judgment, the processes of coming to conc\u
~i()n .. and making decisions about what has been per
ceived. An underlying assumption of the instrument 
"ugge.,t<, that there arc certain basie type differences in 
the way people prefer to usc their perception and judg
ment. and that the differences in basic preferences stn,,,;
lure needs and behaviors. Furthermore. it contends that 
individuals develop certain skills that are reluted to their 
preferred pmce~ses und these skills inl1uence deci~ion 
making. communication und conflict resolution. 

To determine an individual's "type". the Myers-Briggs 
~ icld~ independent preference seores. one for each of 
lilllf indke~. The.,e indicc'i arc illustrated in Table I. 



Table I. 

Index 

Enrl 

Pre/el'f!f1ct!J Bel\\'('('/I 

Fxtraversion Introversion 
lJe/U/l'inr 

Person or thing oriented vs. concept or ideu oriented. 
SnrN Scn~lO!! Intuition Directs perception through the five senses and perceives fl)ct~ VS. indirect 

perception throu!!h intUItion alld perceives possibilities. 
TorF ThlnklO!! Relies on thinking and discriminates illlper~onally vs. relics 011 fecHoj;: 

and discrimil1ale~ bet\\cen valued and non-valued. 
J orP Perception How individual deal~ with outside world, Orders envmllll11cnt \'~. 

adnpting to It. 

When the questionnaire is scored, one !>core emerges 
for each indice and the combination of the four indice 
,c,cores detennines the type. with relative degrees of re
ported strength. For instance. an individual scoring higher 
on I and E and higher on N. F. P. rather than STJ. would 
he types as an [NFP. Yoe (/984) reports that NF's arc 
u:.ually counselors or p~ychothcrapists and Stricker lI1ld 

Ross ( 19(2) shm .... a .55 correlation between INFP types 
and interest in the occupation of p!>ychologist. The data 
on the current :-.ample suggeMs that the INFP are few and 
far between in this group of police managers. Rather. 
their types tned to cluster in other areas. in particular 
ESTJ andlSTJ. Table 2 presents the frequency count for 
types in the police manager sample. 

Tuble 2. MHTI LA W ENFORCEMENT ADMINISTRATOR 
SAMPLE (11 32) 

[S l'1 ISH INf·J INTI 
II I~ II '" II II n :! 

IX'; J Vi 0<; 61.i 

ISTI' ISf·P ISH} INTP 
n II n I II (I n 1 
Wi v; tl'1 Vi 

l:STP I·Sf·P PolFP ['.NTP 
n i II II n II n II 
v; lit; 0'; or; 

EST) ISH 1I'i1'J liNTJ 
n H 11 I II II n :! 
.~,\f{ Vi Wi l'Ifi' 

1/ ' ( 
sr 21 hilt; 

sr· II (1)1.( 

Sf U III ( 

Sf' ,l 1 \it 
SJ ~<; ?Wi 
SP .! fIIi 
SJ \1/; 

~p V' .( 

f'J ~l ·pl' _ f 

fJ' .2 f,''; 

I J " 16'f 
1'1' v; 

---
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Because of the STJ combination. many rSTJ's and 
ESTJ's share common traits that are not unlike the 
military generals (n:::: 62) and corporate executives 
(n::: ttl) studies by Campbell (1984). When compared 
to the findings of Hallell'ic:: (1978) on 1.28f police recruit 
and veteran officers. however. there arc differences since 
only 33 percent of that sample showed the ESTJ and 
ISTJ type pattern, This sample did endorse the ST prefer
ence (50 percent), however. suggesting that these prefer
ences may be influential and possibly strengthened by a 
law enforcement career. Hanewicz identified the fol
lowing behavioral traits us common to the ST combina
tion: 
• Focu<;es on facts because fact~ can he collected and 

verified by the senses. 
• Basi!> decisions on facts rather than feelings and 

rcndcr~ an impersonal unalysis using a step by step 
logical process, and rea!>oning from cau!)e to effect 
in the decision mak;rJg process, 

• Manifests tendencies to be practical, matter-or-fact. 
attentive to detail and able to adapt to and tolerate 
routlOe, 

HanewicI did notl'elale "typc" to patrol efrectivellt.:lIl1, 
but the charncteri~tics identified suggest patterns that hnve 
bcen observed in officers who adjust well to the law 
enforcement occupation. His lindings arc also similar to 
those reported by M,,,,rs ami Myers (1983) on a sample 
of 280 urbun police officers. They interpreted the ST 
preference as relative to the occupational role since 
officers dcal with a series or concrete situntions where 
word!> arc not as important a!> decisions and actions. It 
i~ ef>pecially interesting that a group of successful police 
managers show the!>e same characteristic!. to an even 
gl'enler degree (63 percent), 

Other interpretation~ of the Myers-Briggs data (Myers 
(It ell. 1(83) depict ESTJ's nnd rSTJ's as good at nnulyzing 
tlnd organil.ing facts; spotting Ilaws in arguments: nnd 
a~ firm-minded and cupnble to taking a stance against 
llppo<'ition, In addition. they do not openly display emo
tion and tend to be uncomfortahle when dealing with the 
feeling ... of others. While they prefer to treat people fairly. 
they can nppeur insensitive anti may hurt sOll1eone's feel
ings without renliling. il. The disharmony that can result 



from this approach, however, does not bother them since 
they accept conflict and do not require a harmonious 
atmosphere to achieve optimum functioning. When the 
ST preferences are combined with the marked preferences 
for the judging attitude (1), (as in this san"ple) rather than 
the perceptive (P), there is a predominant preference for 
order, planning and uniformity. Clearly, these interpreta
tions suggest characteristics of effective managers in law 
enforcement. but they also suggest certain areas where 
effectiveness could be limited and where frustrations can 
occur. Within this context, the workshop related the pre
vailing sample characteristics to varied law enforcement 
administrative assignments. 

Specific administrative assignments Were highlighted 
where the ESTJ and ISTJ types might do especially well; 
and those where they might encounter difficulties. For 
instance, it was determined that both ESTJ's and ISTJ's 
could do well in operations or technical services com
mand positions. but that the ESTJ would find this assign
ment more satisfying because of the opportunity for 
interacting with and managing people and things. In con
trast. the ISTJ might find criminal investigations or staff 
command assignments more to their liking, and would 
do quite well in developing policy and position papers 
for the Chief. While and ESTJ would be more responsive 
as the on-scene commander of a barricade or hostage 
situation, neither of these types would do as well as 
someone who could handle the nuiditj of the situation 
and be~ensitive to the human needs. Within this context. 
both the ESTJ and ISTJ could be at risk. because they 
would prefer a quick. impersonal resolution to this type 
of prohlem. Nor would either do particularly well as 
spokesperson for the department or when handling 
responses to the media that involve sensitive and 
polarizing community issues. because they could appear 
us innexible and un<;ympathetic to community needs. 
They would be most useful. however. in gathering the 
facts to substnntiate the police department's case, but it 
would be wise to let an SF deliver it. Other assignments 
that were identified as appropriate to the ESTJ and ISTJ 
included; preparation of hudget or cilY council testimony 
for the Chief"" delivery. since their focus on facls, logic 
and preci~ion would be definite assets. Implementation 
of a variety of personnel decisions would also be approp
riate for them, since they can hire and fire without falling 
prey to emotional persuasion. In this regard, they could 
command an Internal Mfairs unit but would not be 
appropriate to investigate sensitive IA ens" .... As precinct 
commanders. they could be expected to be firm. decisive 
and run a tight ship. They would need an assistant com
mander, however, who could solve interpersonal dis
putes, handle employee counseling and deal with morale 
issues. In this regard, someone with an F in their "type" 
would provide un appropriate complement. Finally. the 
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ISTJ was identified as an effective commander of a 
training division, provided that support personnel varied 
in type and could provide support to the recruits (F) or 
explore new training ideas (NT). 

Also discussed in the workshop were what appeared 
to be the significant omissions present in the tabled data 
and their related impact on the organization. For insl&!nce. 
NFl's and NFP's Were not represented at all and questions 
were raised if they might be inappropriate for law enforce
ment. In this regard it was hypothesized that either they 
would not apply for law enforcement positions; or that 
they dropped out early in their careers. Such may be a 
tenable hypothesis. since these types manifest strong pre
ferences for concerns about the feelings of others, value 
harmonious human contact, desire to serve the common 
good, do not like routine and possess a bent for original 
and creative thinking. Hence, it is possible that these 
individuals would prefer a less conforming and control
ling work environment. 

NTJ's and NTP's are present in the sample, but they 
are under-represented. These types are described as 
resourceful in solving challenging problems and are 
intrigued by thinking about and developing solutions to 
problems. They are willing to consider all options and 
alternatives in this process. but can become distracted 
from operationalizing plans. For these reasons they were 
identified as being particularly appropriate to work on 
the myriad of CUtTent issues that require innovative 
problem solutions by law enforcement, such as depart
ment reorganizations or 5 year plans, shift plans, changes 
in retirement systems, problems with promotional sys
tems and performance appraisal systems; implementation 
of their ideas. however, would require someone of an SI 
persuasion. This latter group are frequently seen as inde
cisive in a structured. para-military organization. but they 
may actually represent a strength in the organization 
because of their capacity to read signs of change and 
anticipate what can happen when a particular course of 
action is followed. In this regard, they keep the organi
zation from over-simplifying the problems it faces, par
ticularly when there are a preponderance of managers 
who prefer to use facts to reduce problems to a bare 
bones structure. In addition, they reduce the chances of 
the organization becoming static. Thus, despite their 
under-representation, their value to the organization was 
clearly identified in this workshop. Furthermore. most 
participants felt comfortable with the knowledge 
developed about themselves and other types. and experi
enced some relief that it was not unusual to adapt better 
to some management tasks than to others. 

This approach was found to he useful with this group 
of managers. Individually. they learned something about 
themselves and could see how a "perceived screw up" 
could actually be an inappropriate matching of task and 



prefemed way of behaving. In addition. they (eamed 
how different "types" could approach the same situation 
differently and how the potential for conflict could 
develop. Finally, the participants could see some value 
in this type of approach to create in-house career develop
ment and to encourage management team building. a 
critical link to enhancing the effectiveness of personnel 
on tbe street. 

In conclusion, since its development in 1962. the 
Myers-Briggs has enjoyed wide use in corporate. indust
rial and govemment administrative settings. It has not 
heen used extensively, however. with police manageers. 
The current paper describes how it can be applied with 
a Jaw enforcement management group and illustrates they 
lypes of realistic and practical information that it 
develops. Thi~ paper demonstrates al{ well that law 
enforcement managers may be more eager to avail them
.,elve~ of the of their police psychologists. particularly if 
psychological information j<, presented in a manner that 
make~ ~ense to them. In thi~ regard. the Myers·Brigg~ 
provided a vehicle to open up this line of communication. 
Finally. thi~ data provides "orne insight fllr p~ych()loght~ 
regarding the communication of their idea~ and proposal~ 
to law enforcement. It illu.,trate~ what many 
p.,yehologists have .learned the hard way. that police man
ager ... arc not re.,pomive to the ahstract. reflective orien
tation or focming on pos ... ihilitie., for long term gain that 
are pertment to a p~ychol()gist'., traming Rather. they 
prefer program), to he e'<plamed in a ,tep hy step. logical 
t(lrn)at and they want directions. examples. ~pl.,'ciflc 

modeh and .,hoft term goat<. clearly articulated. Hence. 
it would he u ... eful for psych()logl~l" to '>tudy their own 
"type" to avoid the cont1ict., that can develop when NF 
p.,ych()logi ... t~ encounter ST man,lger" Tn thiS regard. 
llHltching one '., hehavlor 10 that III the manager who one 
i., trying to convlllee can have mc ... tirnahle 'value when 
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getting programs off the ground. Essentially. this 
occurred in the development of the management-stress 
workshop reported in this paper because the psychologists 
participating tailored their presentations and psycholog
ical material to meet the needs of the police managers. 
If there is a lesson to be learned from this exercise, it is 
that both police psychologists and police managers can 
benefit when a common basis of communications is 
developed and conflict is reduced. In this regard, the 
Myers-Briggs was instrumental in achieving the goal and 
can be recommended as an effective tool to use in asses
sing police managers. 
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ADMINISTRATIVE CONCERNS IN LAW ENFORCEMENT 
STRESS MANAGEMENT 

James D. Sewell. Ph.D. 

Over the last several years, law enforcement adminis
trators and academicians have shown a major interest in 
the phenomenon known as police streSs. It now seems 
apparent that both the manifestations and eFFects of police 
stress can be dangerous to the individual officer, his 
family, his Department, and the community at large. 
Within the academic and professional literature, many 
researchers have attempted to identify and categorize 
sources of stress in the field of law enforcement. On the 
basis of such preliminary research into law enforcement 
stress, as well as efforts in other occupations, has grown 
a body of literature which now identifies and offers man
agement techniques for the individual officer as well as 
the Department. 

The use of psychological services to assist pol ice agen
cies in managing stressors as well as dealing with the 
primary responsibilities of law enforcement and crime 
control is, of course, expanding within the profession. 
An estimated 20-2SCl of this nation's law enforcement 
agen(';'!s now have stress management program~ designed 
to enable their off1cers better "to protect and to serve." 
Yet, with the growth of police psychological 1>ervices, 
especially stres~ managcment, there are a number of 
administrative concerns which must be addres1>ed in order 
to assure the best <;crvices for our communities and our 
personnel. While this Symposium has reflected on a 
number of clinical, research, and legal/ethical issues, 
there arc perhap!> others that those or us who are law 
enforcement managers must recognize and resolve. 

These would include; 

1. The appropriate advisory role of the police 
psychologist. 
2. Administrative commitment to 1>tre~s man
agement programs. 
3. The moral and ethical responsibility or 
criminal justice managers for their personnel. 
4. Increased. ll1()re realistic training. 
5. The use of' stress management programs 
as an "casy out" for incompetent or weak 
ofjjcers. 
6. The balancing of on-the-job demands and 
proressional expectations with orf-the-job 
outlets. 
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7. The need for organizational reform. 
S. The education of community governing 
bodies and citizens about their role in the 
stress management of public employees. 
9. The identification and management of the 
stress of personnel beyond the line officer. 

The Appropriate Advisory Role of the Police 
Psychologist 

The valuable support which can be provided to law 
enforcement agencies by psychologists has been shown 
in a variety of areas, including selection, stress manage
menl, psychological profiling, job evaluation, and train
ing. Although a number of articles have spoken to the 
role from the psychQlogist's perspective, there are other 
issues which must be considered by police managers. 
First, today's manager should recognize the value of 
psychological services, especially in the areas of per
sonnel management and crime resolution. At the same 
time, one must realize the expen!le of such services and 
their ultimate cost elTectiveness in reduced personnel tur
nover, disciplinary and emotional problems, and hope
fully, an impr(wed solution rate in crimes against persons. 

Second, the manager must recognize the limitations 
of psychological services. Primarily, the administrator 
must re!.lrict the expectations associated with psycholog
ical evaluations and with the degree of understanding or 
the human mind and behavior. A!\ in the law enforcement 
profession und its interaction with citizen!., expectation 
greatly exceeds reality, and our predictive capabilities, 
especially where no pust pattern of behavior exists, are 
more limited than many police administrators understand. 
Menninger's words of caution to the legal profession arc 
equally applicable to law enrorcement managers: 

" ... most lawyers have no conception of the 
meaning or methods or psychiatric case study 
and diagnosis. They seem to think that 
p~ychiatrists can take a quick look at a subject 
and thereupon be able to say definitely, that 
the nwful 'it' the loathsome urniction or 
in!>anity is present or absent. Because we all 
like to pleuse, sOll1e timid psychiatrists fall 
in with this fallne)' of the lawyers and go 



through these preposterous antics (Murphv. 
1973: 137-38)." 

Third, administrators of an agency must recognize that, 
as Truman said, the "buck stops here." The appropriate 
role of the police psychologists is similar to that of the 
departmental attorney: he or she provides guidance, coun
sel, advice, and predictions, all based on education, train
ing, experience, and an understanding of research and 
behavior. Yet, the psychologist cannot-and should 
not-make final decisions for managers. Consequently, 
it is critical that the proper role for all parties be defined 
and that we never abrogate our responsibility as adminis
trators. 

Administrative Commitment to Stress Management 
Programs 

Subsequent to identi fying the proper role of psycholog
ical services within a law enforcement agency, it is 
equally critical that departmental managers openly ex
press and demonstrate their commitment to organized, 
departmentally sanctioned stress management programs. 
Over the last several decades, many police administrators 
who perceive themselves as "top cops" rather than true 
managers, have dealt with stress through a variety of 
ineffective mechanisms. Many of these have resulted in 
ignoring the problem or in considering stressed individu
als as less manly and not worthy of law enforcement 
positions. Such overtly conveyed attitudes are too fre
quently perceived and supported by the "supercops' 
within the department who earnestly believe "if you can't 
stand the heat. get out of the kitchen." Although resear
chers and professionals in the stress management field 
generally assume that modem managers agree with an 
enlightened philosophy. the significant majority of de
partments still lack an organized stress management pro
gram. Con!>equently. the education of police adminis
trators and supclvisor~ to the problem and implications 
of police strcs~ could allow the phenomenon to be addres
sed more directly llnd effectively. for the benefit to the 
profession and our puhlic. 

The Responsibility of Criminal Justice Managers for 
Their Personnel 

For many years, particularly with the development of 
police collective bargaining and union activity. there has 
been a distinct line of demarcation between police man
agers and police personnel. Consequently, the responsi
bility of "bosses" for the stress management of their 
ofJicers has become clouded und has centered primarily 
on legal and administrative issues. While the latter are 
critical to fostering the development of stress manage-
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ment programs, it is equally important that police man
agers recognize their moral and ethical responsibilities 
to assure the mental well ness of the persons under their 
command; that they recognize that they, too, are police 
officers carrying a badge; that they, too, can be victims 
of police stress; and that they be willing to admit that 
the commonality of blue corpuscles in one's professional 
bloodstream requires them ro be involved in the success
ful development of stress programs for their personnel. 
At the same time managers are expected to demonstrate 
responsibility for their officers, police unions must also 
recognize their role and assume an active part in support
ing stress management for the benefit of all @fficers, their 
communities, and their profession. 

Increased, More Realistic Training 

From an administrative point of view, the knowledge 
gained through research conducted by many of the indi
viduals attending this Symposium should allow for the 
d{'velopment of more comprehensive programs of stress 
recognition and management and will impact both police 
training academies and institutions of higher education. 
At a time when most educational training courses have 
emphasized theoretical frameworks or basic practical 
skills, the officer actually affected by the stress of his/her 
occupation has too frequently been overlooked. In 
Florida, for example, out of 320 hours required as the 
minimum for entry level officers, only four must be de
voted to stress recognition and management. The research 
completed over the past several years and the new insights 
offered in this Symposium underscore the need for in
creased education in stress management, interpersonal 
awareness, interpersonal communication, aerobic/physi
cal fitness, and diet. Hopefully, such programs will result 
in more comprehensive training for officers, better con
trol of the problem of police stress, and, ultimately, better 
protection and service to the citizens which employ these 
officers. 

Additionally, our increased knowledge can serve as 
an educational tool for police families. Police training 
has too often failed to recognize the impact of stress on 
the officer's home, and too many agencies fail to 
adequately prepare the omcer or the spouse for this effect. 
Consequently, stre~s on the job is magnified by problems 
which must be confronted in an officer's home, family, 
and social life. To reduce the continuing pressures on 
officers from all their psychological fronts, the develop
ment of stress awareness programs, which can more di
rectly affect the high rate or domestic problems, particu
larly divorce, related to the difficult job of a police officer 
must be encouraged. 



In discussing training, it is appropriate to recognize 
that training in stress management techniques has only 
developed within the last decade. During that time, the 
efforts of many training facilities have focused on tradi
tional methods, including human relations, diet and nut
rition, and physical fitness. While such training is critical 
to a successful stress management program, line officers 
at times see little benefit to these measures, particularly 
when their training is limited to only a few hours. Once 
a basis for understanding has been set during initial 
training in these areas, regular in-service and specialized 
training must actually apply the techniques of communi
cations, diet and nutrition, and physical i1tness to the 
individual officer. The most effective training programs 
will be those which indicate specific methods of physical 
t1tness which an officer can use to control body weight 
and ensure his own physical condition; which identify 
foods and even establishments, especially those available 
on evening and midnight shirts. which will assure the 
best nutrition for an oft1cer: which provide practical ways 
to communicate with a spouse or other individuals: and 
which can be u~ed both on and off duty to reduce stress. 
No longer can police training in stress management be 
theoretical and generalized; instead. as administrators, 
we must demand programs which are specialized and 
applicable in the daily life of an officer. 

At the same time. to be most eJfective, stress manage
ment training and its reinforcement must be on-going: 
field personnel cannot afford to be exposed to this critical 
information only in refre!'lher schools conducted every 
few years. Instead. a continuous and comprehensiw regi
men. with strong agency support and peer reinforcement. 
must be developed m:d implemented. 

The Use of Stress Management Programs As An "Easy 
Out" For Incompetent Or Weak Officers 

Stress in law enforcement and the danger it sub
sequently innicts on our personnel are major problems 
which we must today confront. As a result, stress man
agement programs. including extensive training, coun
seling services. and physical fitness and conditioning, 
have been developed and implemented in many agencies. 
Many researchers and administrators believe that a large 
number of problems for orficel's have been anticipated 
and mitigated through such programs. 

Yet, at the same time that we recognize the need for 
such programs, perhaps we should be wary. This new 
buzz word "stress" offers an easy out to excuse the con
duct of unreliable, undesirable. incompetent, or poor 
officers. who may not belong in law enforcement as a 
career. In many departments. we are seeing personnel 
who arc incapable of handling the "job" because of the 
occupation. The "anguish disability" is becoming increas-
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ingly common as a method for separation from the depart
ment, while assuring continuing income. In a profession 
where we enforce laws which hold persons individually 
accountable for their conduct, perhaps it is equally impor
tant that we also hold our own personnel responsible for 
their behavior and recognize that th<! individual, not just 
the work. creates problems. 

The Balancing of On-The-Job Demands and Profes
sional Expectations With OtT-The-Job Outlets 

During much of the recent history of law enforcement 
in the United States, administrators have demanded an 
on-the-job commitment as well as an off-the-job devotion 
to the profession. In many cities, a fonnal policy requires 
officers to carry fireamlS at all times in their jurisdiction 
and to be prepared to take law enforcement action at any 
moment. In other jurisdictions, such edicts, While not 
formalized rules and regulations, are part of the subcul
tural expectation. Regardless of the approach, when one 
considers stress management programs which emphasize 
the importance of outlets outside law enforcement and 
the necessary of getting away from the job. managers 
are sending out mixed messages to their troops. Perhaps 
it is time to reassess our philosophy and demands on our 
personnel. 

The Need For Org~.!1izationaI Reform 

Law enforcement is. of course. a strongly traditional 
organization structured along paramilitary lines. Like 
similar established bodies. it is not readily receptive to 
change. While a number of effective management 
strategies have been implemented within the private 
sector and some have even been applied in law enforce
ment, generally the organization remains unchanged in 
terms of organizational alignment. responsibility, and 
management philosophy, 

As we progress through the 1980's, it may be time to 
recognize the need for management philosophies more 
similar to progressive business and private corporations. 
Modem techniques, such as the Japanese style of manage
ment, suggest a way for the future which can encourage 
both law enforcement efficiency and effectiveness and 
assure successful personnel management. 

Within such approaches to management, a number of 
techniques may actually reduce stress, Decentralization 
of management authority and responsibility is, of course, 
one of the major contemporary thrusts, In contemporary 
concepts. such as team policing, Management of Cri,m
inal Investigations. lJnd Integrated Criminal Apprehen
sion Programs. pr,')fessional and productive alternatives 
to traditional law enforcement are emerging. 



The facilitation of interpersonal communication is 
equally important to reduce stress experienced by law 
enforcement personnel. The paramilitary structure of law 
enforcement fosters a class system which is further com
plicated by unions representing distinct groups of offic
ers, including managerial personnel. With thesc- distinct 
classes, especially as a result of collective bargaining, it 
is critical that administrative, supervisory, patrol, and 
support personnel have regular exchanges which can 
moderate the pressures caused by interpersonal conflict. 
Because of the human reluctance to easily and openly 
communicate, administrative or structured encourage
ment may necessary. It must be recognized that such 
efforts will initially be viewed as suspect and must be 
shown to be good faith, productive efforts. 

Involvement in the departmental decision-making pro
l:e~i> is also necessary t, reduce stress of personnel. All 
staff must believe they have a voice in the direction and 
policies of the agency. It is thus important to include all 
personnel as part of intra-agency task forces, policy de
velopment and quality ,)f work life working groups, and 
personnel selection and benefit committees. When such 
approaches are implemented. however, management 
must assure that all personnel understand the appropriate 
role of such vehicles and that false expectations are 
neither encouraged nor developed within nonmanagerial 
personnel. In attempting to manage stress caused by the 
organization, we cannot afford to increase stress by policy 
statements or actions which result in misunderstanding, 
confusion. or uncertainty. In the final analysis, managers 
must still be managers; line personnel must realize that. 
while their input and involvement is critical in an effective 
decision making process, it is still the administrator who 
must decide and is accountable for agency actions. 

It is. of course. critical that all personnel perceive 
promotional alternatives within the agency. Step-pay 
plans, successful in many agencies, may be one alterna
tive to meet the financial needs of all personnel. ProFes
sional and personal development through Department
sponsored education and increased in-service training of
fers another valuable incentive to reduce the efFects of 
occupational stress. In general, sworn and support staff 
must believe that their occupation is not strictly a dead
end street, but that there is a way to grow and dcvelop 
within the job. 

The Education of Community Governing Bodies and 
Citizens About Their Role in the Stress Management 
of Public Employees 

Not too long ago, at a conference on stress management 
attended by law enforcement officers and admini;,tl'ators 
and representatives of municipal governments, a presen-
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tor suggested the importance of physical fitness require
ments and the provision of in-house physical fitness 
facilities to reduce the stress related to law enforcement. 
During the following question and answer session, a 
major of a mid-sized south Florida city stated that she 
doubted the need in her community because her union 
had never asked for it. As a result, she was hesitant to 
recommend such facilities for fear of giving them an 
issue at the bargaining table! 

The issue is, of course, whether municipal adminis
trators outside the law enforcement agency understand 
the potential effects of stress on police officers. Law 
enforcement administrators simply have not educated 
their bosses to its impact on the municipal bottom line: 
Successful stre~s management means fewer citizen com
plaints, fewer liability claims, fewer workers compensa
tion claims, and improved productivity for and service 
to the citizens. 

In a country where the media regularly paints officers 
on a continuum from villain to hero to buffoon, the com
munication of the real problem experienced by officers 
and the continuing stress of the job also must be effec
tively made to the public. The open admission of human 
qualities in law enforcement officers may more realisti
cally set the level of expectation of the public, an expec
tation grounded in fiction and best characterized by a 
classic case in Tallahassee. Tn that incident, following a 
particularly brutal rape and assault, officers made an 
arrest and identified a number of pieces of forensic evi
dence which clearly pointed to the guilt of the suspect. 
The jury remained unconvinced, however. It was their 
considered opinion'that the major item lacking was finger
prints and that "McGarrett would have found finger
prints;" consequently the suspect walked. Through an 
active program of community education and awareness, 
perhaps some of the frustrations and conflicts in police
citizen encounters can be reduced. With this, some of 
the fear and frustration underlying ~tress may be signific
antly curtailed. 

The Identification and Management of the Stress of 
Personnel Beyond the Line Officer 

For many years, the primary focus for our efforts in 
stress research, identification, and management has been 
the line officer, with some limited effort devoted to the 
problems of the investigator and undercover personnel. 
Yet, in the law enforcement arena, there are other par
ticipants whose stress is just as real and just as deadly 
as the "star" who has received the spotlight. The specialty 
officers-whether uniquc because of their responsibilities 
for their communities-suffer from stresses different 
from most line officers and which must be addressed in 



a unique manner. Perhaps even more serious are the 
stress-related problems of our forgotten victims-dis
patchers, complaint clerks, crime scene and evidence 
technicians, and even secretaries-who are oftentimes 
treated as second class citizens, yet are critical to the 
accomplishment of our law enforcement mission. In an 
effective stress management program of the future, 
administrators must expect and demand a comprehensive 
approach to the stress of all their agency personnel. 

Such a comprehensive program cannot afford to over
look a group normally neglected: the police manager. 
Agency administrators suffer from the same stress as 
executive in other occupations. Their pressures and frust
ration are further compounded by the stress they sustain 
as law enforcement bosses-a magnification of the stress 
line officers experience. 

SUMMARY 

Over the last several years, research into law enforce
ment stress has dramatically underscored the problems 
experienced by police officers throughout the country. 
Concurrently, significant effort has been devoted to prog
rams of stress awareness, identification, and manage
ment. As has been previously noted, 
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as our knowledge of police stress has 
increased, many researchers and law enforce
ment professionals have offered a variety of 
mechanisms that can be used to control or 
reduce law enforcement stress. Increased 
stress management training, professional 
counseling for officers and their families, 
peer advisement, and required fitness stan
dards and programs have been identified as 
important measures that should be developed 
and implemented at the department level. The 
use of relaxation responses and neutralization 
techniques, proper nutrition and diet, and reg
ular exercise, particularly aerobic exercise, 
have been offered as remedies for the indi
vidual officer (Sewell, 1984: 520). 

At the same time, it is critical to recognize that, to 
have the greatest impact, the implementation of stress 
management efforts must be part of an integrated program 
to psychological services within a department. In addition 
to the professional considerations nOffimlly associated 
with such services, there are a number of management 
issues which must be analyzed and successfully resolved 
to increase and assure program effectiveness. Law 
enforcement administrators must accept their critical role 
in maintaining the highest quality programs which 
officers demand and communities deserve. 



CONSULT AT ibN AS MANAGEMENT EDUCATION: 
USING DATA TO PROMOTE CHANGE - CASE FOCUS~D APPROACH 

,,', 
Guy O. Seymour, Ph.D. 
Russell L. Boxle)~ Ph.D. 

Morris Redding 

Law enforcement is a stressful occupation. The phys
ical, emotional and financial costs of police stress are 
significant. Hemi attack, depres~ion, family contlict and 
loss of productivity are but a few of the plethora of 
indices. Wallace (1978) categorizes the effects of stress 
in terms of psychological, physical and resulting costs 
of society. 

Data concerning the nature and attributes of police 
stress have been previously presented by Kroes, Eisen
berg, Spielberger, Symonds and Geller to name but a 
few. Yet, effective proactive strategies to deal with police 
stress have been noticeably lacking. 

On reviewing the literature, the most common 
approach for dealing with police stress is reactive. Law 
enforcement agencies have hired clinically trained 
psychologists to provide predominantly secondary and 
tertiary strategies to remedy the negative consequences 
of police stress. Psychologist's provide an array of clin
ical psychological and supportive services to individuals 
to reduce stressful negative effects. Police psychologists, 
for example, are involved in pre-recruit screening, recruit 
training, emergency triage, short term counseling, fitness 
for duty evaluations, post trauma interventions, and 
externnl referral. 

Today, there are some police psychologists who are 
expanding their services to include more proactive 
approaches which are more preventive in nature. These 
approaches attempt to deal with problems on both indi
vidual and organizational levels before they occur. This 
primary preventive ideology moves towards the develop
ment oi' early warning signs, supervisory identification 
programs, physical fitness programs, improved field 
evaluation methods and peel' counseling programs. 
Reiser's work pre-dates much of these new innovative 
programatic thrusts. 

This paper describes an educative approach which was 
used with supcrvisors to aid them in developing proactive 
strategies to deal with both the internal and external nega
tive consequences of the stressors of police work, We 
utilized data from a pre-depmiment wide baseline 
psychologieulal assessment coupled with speci fic clinical 
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case materials to aid police executives if! developing 
specific programs to aid their personnel. 

Our approach was consultative in that the actual plan 
of action was developed by police administrators. This 
report shows how this data was utilized as a management 
education tool to aid executives both identify and proac
tively deal with the negative results of police stress. 

The purpose of this applied research project is to show 
the relationship between patterns of perceived and actual 
stress and selected demographic, psychological and job 
satisfaction variables. A multivarate statistical procedure, 
cluster analysi.... was performed to determine if indi
viduals could be identified on the basis of these stress 
response scores. Cluster analysis maximizes the differ
ences betweeng groups on the stress variables and 
minimizes the differences within groups. The resulting 
typology was then associated with demographic, job 
satisfaction and burnout variables. The results were then 
presented in simplified form to field commanders 
(majors) to aid them in developing specific proactive 
interventions for their consituency. 

Case materials were also used to supplement the empir
ically derived data. These data source were used as tools 
to promote change within the bureau, 

8eginnings 

Our approach was based on the new implementation 
of a stress management, psychological services unit in a 
large urban police bureau. We asked to udminister a 
pre-program baseline questionnaire to one half of the 
sworn personnel. The participants were given com
plimentary time for doing the anonymous and voluntary 
survey. Individualized feedback was given to those 
officers who requested it to compare their scores with 
modal scores. The purpose of the survey was multiple: 
to provide information as to the nature of stress within 
the bureau, to muke officers aware of the new stress 
management program and to provide baseline data for 
utilizlltion or training and consultative projects. 



-~ -~~--------------------------

The survey included sociodemographic questionnaire, 
the Center for Disease Control's Health Risk Appraisal, 
Singleton's Stress Occurance Inventory, Whiesand's Job 
Satisfaction Scale, a modification of Spielberger's Police 
Stress Inventory, Moos Cognitive Style Scale, Maslach's 
Burnout Inventory and Moos' Work Environment Scale. 
For the purposes of this paper we are only including 
some sociodemographic infonnation, the job satisfaction 
measure and the burnout measure. 

Tuble 1. OVERALL SAMPLE DESCRJlYI'ION 

X SD MCLtim11ll1 MinimulII 

Age 34.58 7.69 57 20 
Tenure 10.25 7.44 33 0 
NUl11berofChildrcn 1.68 1.34 8 0 

Number Percelll 

Race 
White 344 57.6 
Black 239 40.0 
Other 14 2.4 
EcillC'ttlionlll Lel'!'l 
Elementary School 2 0.3 
Somc High School 9 1.5 
High School Graduate 185 31.0 
Busincssrrechnical 37 6.2 
SomcCollegc 168 28.1 
AA Degree 68 11.4 
College Gruduntc 77 12.9 
SOIl1C Postgraduate 23 3.9 
Postgraduute 28 4.7 
"ExtmJobs" 
Yes 317 53.1 
No 278 46.6 
Missing 1 0.3 
Rank 
Recruit 30 5.0 
Patrol 360 60.3 
Investigator 71 11.9 
Sargcunt 61 10.2 
Licutcnunl 42 7.2 
Captain 20 3.4 
Mujllr 10 1.7 
Deputy Chief 1 0.3 
M{//'ilillSta/lIs 
Single 88 14.7 
Murried 393 66.0 
Widowed 4 0.7 
Divorccd 74 12.4 
Living with Somconc 14 2.3 
Scpanltcd 23 3.9 

Walch 
Morning 1)7 16.2 
Day 298 49.2 
Evening 202 33.8 

Tilllcs Married 
0 100 16.8 
I 353 59.1 
2 123 20.6 
3 17 3.0 
4 3 O.S 
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Analysis 

Sample 

A random sample of 725 sworn police officers were 
surveyed, 596 completed packets were returned (82.2%). 
The sample included all ranks and divisions within the 
bureau. Table I describes the sample. The sample was 
predominantly patrol officers, male (83.8%), and white 
(57.6%). The mean age was 34.58 years with a tenure 
length of 10.25 years. The majority of the sample were 
on day walch (49.9%), married (66%), married only one 
time (59.1 %) a high school graduate (31.0%) and had 
an extra job (53.1 %). 

Measures 

For the purpose of this study only the following data 
was included form a larger data base. A sociodemog
raphic questionnaire including age, sex, race, tenure, 
martial status, educationallevcl, watch, rank, times mar
ried, number of children, and job status. A 33 item job 
satisfaction survey (Singleton, 1977, modified from 
Whiesalld, 1971) was the job satisfaction measure. The 
burnout inventory is from Mas/ac/z (1978). The stress 
measures were Singleton's (1977) stress history inventory 
and an adaptation of Spielbergers (1981) Police Stress 
Inventory (l00 items). 

Stress Typology 

The two stress measures were utilized as two indepen
dent measures of officer stress. The Singleton measure 
was a measure of stress occurrence (ie: number of 
assaults). Table 2 gives mean occurrence scores for each 
event. The most frequent stressful event occurrence is 
assaults without injuries. The total stress scores for all 
individuals ranged from 0-34 career events, this consti
tuted one axis of our measure of stress. 

Spielbergers instrument was factor analyzed and five 
factors emerged (see Table 3). Factor scores of .35 were 
utilized in naming the factors Eigenvalues of 2.5 and 
above were utilized to determine factor size cutoffs. The 
factor results accounted for 43% of the variance. The 
factors were labeled: danger stress (28%) - responding 
to a felony in progress and situations requiring use of 
force; peer relations (7%) - partner refuses to share 
driving lime, pressure to be macho and pressure to go 
to choir pructice; inadequate support (4%) ineffectiveness 
of judicial system and lack of' participation in policy 
making decisions; supervision and discipline (2.7%) dif
ficulty in getting along with supervisor and being wrong
fully disciplined; and judicial inadequacies (2.5%) cases 
dismissed by plea bargaining or technical reasons. 



Table 2 SELF·REPORT STRESS OCCURENCE FOR SAMPLE 

Evelll OcclIrrellce ill Celreer 

Numberoftimes partner shot or killed 
Numberoftimcs R shot 
Numberoftimes purtncr shot 
Numberoftimes R shot on duty 
Numberoftimes R shot suspect on duty 
Numberoftimes R shot at suspect on duty 
Numberoftimes partner stabbed 
Numbcroftimcs R stabbed on duty 
Numbcro/'til11cs other assaults injured R 
NUl11berortimcs other assaults without injuries 

A composite factor was created adding the proportion 
of each fact.or score total to create a composite factor. 
This linear total factor score could then be included as 
one of the measures of officer stress. 

The stress occurrence total score and the perception 
composite score were then put on the horizontal and 
vertical axis to produce a graphic representation of ofticer 
stress. A K·means clustering program (BMD) was 
utilized to partition all cases into clusters. Each case 
(individual) was placc in the cluster whose center is 
closest to the case. The rationale for the use of this 
procedure is that it seems safe to aSSllme thaI there is a 
complex relationship between stress and demographic 
and psychological variables. The following measures 
were selected for this analysis: age, tenure, number of 
children, race, sex, educationullevel rank, martiul status, 
watch, times married, und extra job. 

Maslach's burnout inventory scules meusured for both 
frequency and intensity-emotional exhaustion, deper-
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x SD MeL\". Made Mill. 

0.069 .36 4 () 0 
.17 .65 7 0 0 
.29 .93 8 0 0 
.17 .67 7 0 0 
.52 1.17 8 0 0 
0.7 .31 3 0 0 
040 93 6 0 0 
042 .92 6 0 0 
.68 1.32 8 0 0 

1.30 2.03 8 0 0 

sonalization and personal accomplishment were also 
included. . 

The five factor solution on the analysis of the Whiesand 
job satisfaction scale was the last measure used. Forty
four percent of the variance was included in the analysis. 
Eigenvalue cut off was 1.25. Fuctor i is labeled generic 
job satisfactioll (20% of the variance) is composed of 
work accomplishment, boredom and dissatisfaction with 
the job as it stands now. Factor 2 (8% of the variance) 
is labeled dangerouslless alld safety and is composed of 
how dangerous the officer, and signiticant. others worry 
about the officers safety. Factor 3 is labeled interpersonal 
understanding (5% of the variance) and is composed of 
items which indicate supervisory und signiticant other 
connicts. Factor 4 is labeled supervisoral evaluation (4% 
of the variance). It is composed of the item supervisor 
feels officer is as emcient as he/she was in the past. 
Factor 5 is labeled recognitioll (3% of the variance). It 
is composed of items that indicate on the job and off the 
job personal recognition and friendship:-;. 



Table 3 FACTOR PATrERN OF POLICE STRESS INVENTORY FOR TO'fAL SAMPLE 

Pactor I f'{lctor 2 P(/ctor 3 Factor 4 Factor 5 
JEIS 0.10577 -0.05483 -0.07101 0.\ 1529 0.02543 Assignment or Disagreeable Duty: SR 
JE2S 035978 0.00106 0.1259 -0.21798 0.02667 Change from Day to Night Shift:SR 
JE3S 0.41462 0.11922 0.01766 0.01272 0.05995 Minor Physicullnjury on theJob:SR . 
JE4S OA2161 0.12209 ··0.05246 -0.20079 0.02294 Strained Relations With Non-Pol fnds:SR 
JE5S 0.34476 0.12586 0.15957 -0.02795 0.01137 Promotion or Commendation: SR 
JEGS 0.34994 0.32442 0.11863 '''0.04945 -0.21329 Performing Non-Police Tasks: SR 
JE7S 0.35:129 0.25340 0,40668 0.15742 -0.16111 Inadcquute Locker Room Fucilities: SR: 
JE8S 0.49894 -0.01216 O.OJ377 •. 0.25425 '-0.30626 Exp. Neg. Attitudes From Other Officers: S 
JE9S 0.47639 0.09719 0.11784 -0.21510 0.02310 I'erfornmncc Evaluation: Sr 
JEtas 0.38057 0.33149 0.25378 - 0.31629 '- 0.03152 Inudequatc Support From Supervisor:SR 
JEllS 06072.' n.11 :\23 - 0.11094 33840 ~ 0.16069 Di~upproval ofPcrfornmnce By F-Orf: SR 
lHI2S 061087 0,(){)717 -·0,01959 " 0.40168 0.05226 Difliculty Getting Along with Supc; SR 
JEI3S (}54940 - 0.04465 (J,00715 0.11552 -0.07432 Assignment To New Or Unfumiliar Dutie~: 
JEI41S 0.41821 . () :'I9I{l (JAil 15 9.I.D96 ·~(}.21504 Ineffectiveness of Judicial System: SR 
HiL'iS 0.46494 0.26070 0.06986 0.12154 -0.04115 Availability ofSeltuul Opportunities; SR 
JEI6S 0.46169 0.12088 (l.()4587 -0.22713 • 0.15622 Qucstions Ab()ut Privutl! Life Off Duty; S 
JEI7S () 43696 ·010066 - 0.20069 '0.17144 · 0.04753 A~~lgnrnent of Incompatible Partner: SR 
JEISS 049522 .. 027649 .~ 0.14038 '0' (l,05973 -·0.18534 High SpI!ed Chases: SR 
JEI9S 0.56110 ·IUSSOI IU7483 - 0.01587 - 0 20091 Dealing With An Aggressive Crowd: SR 
JE20S 052471 - ()05648 -0.12456 21499 -0.10607 Joh Conniet: SR 
JE2JS 0462JS 0.59771 ··O.()O900 ·-()O6000 0.02779 Partner Refuses to Shure Driving Time: S 
JE22S 0.51674 0.52989 () 09586 .. 0.05139 ,·004305 Being Pushed Out oru Fight: SR 
.IE2JS OS8218 o 2802(J 0.11184 ··0574 - (J,O,3473 PolitIcal Prc~sure Within Department: SR 
JE24S 049489 0,44420 0.29.170 ··O.IS610 " 0.02526 Inadequate Support From Dcpurtmcnt: SR: 
JE25S 014091 O.108.1J ().15077 0.11071 O.(J9326 Poor Salary: SR 
JE26S 0.45704 0.49473 (l.(12969 "(U){)()36 ., (U15512 Pructicul Jokes by OthcrOffic:cr~: SR 
JE27S 0489,7 O.O427:! ()221D '()O2979 '00,41761 Case Di~mis~al by Plea Barg, & Teh, Rl,: SR 
1H28S o 5957J () 14761 0,19671 () 10664 0.16022 Arresting Someone on Dnlgs: SR 
JE29S tl55l)98 O.OS322 ·\UOII7 ·0.14411 ··002603 Luck ofStJpport by Family: SR 
JE:JOS 056885 0.27447 (),25049 006348 O.c13903 Disagreeable Dept. Regulations: SR 
HDIS Il ~-'816 D.:!578!) . O'()O631 --0.19925 ·0.21297 Fellow Oflicers Not Doing Their J()bs:SR 
JE32S 059411 0.0.1267 0.02651 O.OIS51 nO.30ISB Angry RI:marks byCitil.ens: SR 
JE3~S ()555~2 0.17740 O.OH537 0,00667 -0.33455 Negative Pre~s Accounts; SR 
JE34S 1l.60J:\4 o 35373 0.13580 0.06810 -0.10178 Situutions Requiring Usc of Force: SR 
JE.15S ()c;5170 0.16164 n 27752 0.01946 ·0.12206 Culling for Back-Up: SR 
JE.16~ o 4438J 05;;922 0.10028 0.06133 · 11.06379 Pressure To Go To Choir Practice'" SR 
JE37S o 18316 1l22:l6H n.2786'J ~ 0 18654 • 0.0569K Dept Ruchll Prcssurc~ orConnicts! SR 
JE18S o {)!l6IH tl.IOH02 O.047H4 IJ.OOOS9 ·0.26744 Personullnsult From Citi7,en: SR 
Jli39S !l 54775 (U5575 I) 10586 0.06137 (J,()7644 Physicul Altackon You: SR 
JE40S OM159 0.21453 ,0 12255 019632 . CUJ28:l8 IS(llution Fm Oth Orticers Oil the Job: SR 
JE41S ()~7HR(J !l.OSII.' (U0507 ~ 0.17789 - 0.02463 Luck of Recognition r:orGood Work: SR 
JE:42S O.67.nl () 032'l9 '0.(19619 .. (l.163()O -0,05217 Racial Conrrontullon Within Community; S 
m43~ () 5RI)99 02MOI o I!lSIS ()28691 ·0,05019 Pcmlllullnsull From Fellow Oflicer: SR 
JE44S 04657-1 () .IS817 0.29020 o 15165 .. 0.14301 Seeing Dead or Battered Children: SR 
Jb45S () ~22()O () 33128 1l.23227 . (Junol "0.06154 Rumors & Gossip Within ()cpurtment: SR 
JE46S 0.54246 ., 022144 0.16677 O.OIS22 020351 Public Di~rcspl!ctofPolice Authority: S 
JE47S 052324 O.5H676 ().O6554 (l,()2457 0.08401 f'rc,stlrc to Be Macho: SR 
JE485 0.53144 U.25474 ·().19~8 - 0.31)452 0.17913 Seeing Wrongfully Disciplined: SR 
JE49S II 4602H 0.28489 . {J.3D41 -0.046:l2 0.21631 KilItngSol1leonc in the Line orDllty: SR 
JE50S 0.63799 n.127J6 . (),020n 002824 0.04849 Prc~surc To Prove Abilit!es: SR 
JE515 OA4U4 (),MOII O.0~946 . CUm27 (J,13960 Being l~ollltcd From Police omcers: SR 
JI;;''I2S n.54211 ,0.9307 'O244!:13 0.16171 0.24175 Dculing With Mentully III Pers()n: SR 
16515 051826 (),J4592 " ll.IJ342 O,()O316 0.00390 Sexual Prcssure~ or Conniets on Job: SR 
Jr:S4S 0"'1220 0.43056 n,19912 () 11581 (J 16374 Fellow Ofliccr Killed in Line ornuty: SR 
JE55S () '18319 IUI788I 002051 0.12111 0.05450 InudequnlcTrnlning in Self-Defense: SR 
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Table 3 FA(~roR PATTERN OF POLlCE STRESS INVENTORY FOR TOTAL SAMPLE-continued. 

Factor I FaclIJr 2 Faflor 3 Factor 4 Factar 5 

1E56S 0.52014 0.24271 001249 (J 05379 0.09741 Demands for High Moral Stundards: SR 
JE57S 0.68331 0.05845 0.14209 0.25223 - 0 04025 Making Arrests While Alone: SR 
JE58S 0.58158 18125 0.OJ6(JO "0.04192 0.128(J9 Being Invc'itigated by Intrnl Affairs: SR 
JE595 0,47760 0,43792 011101 ··().OOO76 0.04544 Luck of Role Models: SR 
JE60S O.57J21 -0.29096 ~ 0.0200) 0.27919 .. 0.20234 Dealing With Fam-Disturbs & Crisis S: SR 
JE61S 0.58952 - 0.15455 0.05639 - 0.26990 007740 Racial Confrontation Within Dept: SR 
JE62S 0.60429 011887 0.37287 0.06238 - 0.01464 Interviewing Rape Victims: SR 
JE63S 0.61783 . (J.13711 0.18594 028582 • n.08937 Making Critical On-Thc-Spot Decisions: S 
JE64S 051827 ··0.28471 026330 '. ()'OI148 O.O626() Lack of Promotion 0pp0l1umties: SR 
JE65S 0,47751 ·0.20387 0.31276 0.32076 .. 0.29372 CounLenicncy With Criminals: SR 
J8665 0.55251 0.05934 1l.O1402 013691 006726 Excessive Time From Family & Friends: SR 
JE67S 0.57456 O.330!!1 0.16357 0.030lJ D.10792 l.ack ofSuppon By Friends: SR 
JE68S 0.60785 0.30225 • (U6177 0.17416 ·0.11438 Responding To Felony on Progress: SR 
JE695 053014 0.11472 0.02141 0.08402 0.09879 AttitUdes of Non·Police Friends: 5R 
JE705 0.34633 (Ul4798 1l .. '\4439 022640 . 0.13196 Excessive Paperwork. SR 
JE71S ()29J26 052677 0.21675 0.16439 0.021.)7 Vacation: SR 
JE72S (J 4825 0.09541 015997 IU1I221 (} 10178 Eljuipment Failure: SR 
JE73S 053844 1l,48<J.W 0.14342 0.08285 0.111434 iIIegative Off-Duty Remark FM Neighbor; SR 
JE74S 0.51500 015726 (l.{l4899 . 0.07467 0.33720 Being Pussed Over For Promotion: SR 
JE75S 0041584 0.17779 () 17364 ]0.27789 0,41843 Getting Demoted: SR 
JE76S 0.57113 0.17823 O.0897LJ 0.14ICX) 0.16812 Overtime: SR 
JE77S 0,49156 011441 0.18006 . (105951 020653 Holiday:SR 
JE78S OA4877 016145 () (lOOO2 OO!)211 0.09609 Looking Fl'r Runaway of Missing Child: SR 
JE79S o 5.n84 (J01787 027799 026855 0.04385 Helping Injured in Auto Accident: SR 
JE80S 061279 o (JIH05 0.28.184 () 14872 0.17191 Handling Self in Medllli Emergency; SR 
JESIS 0.41729 ()O6525 [)2(l142 0.05702 0.32782 Separation From Spouse Duc to Job: SR 
JE82S 051455 0.12440 03()553 0.21177 0.03936 Seeing Deuth orMutilation: SR 
JE83S n,4772 I o 1202; 021044 OY'i155 (UJ096 I Seeing Oth Off Abusive With Community: S 
JE84S (146082 !I. 20865 0022l(J 0.25763 O.183J:\ Continuing Education·Tr.lining Day: SR 
JE85S 004'1839 n.361121 11.()IlIOS !I.2M47 0.0<)652 Court File: SR 
JE86S 0,44617 OAS(XJ8 O.tl9578 005267 0.20654 Sexual Harassment on the Job: SR 
JE87S OA642!) o.o.nn (),JOS31 0.09427 026074 Political Pressure Outside the Dept: SR 
JE88S (J5S528 (1.23719 (U)24011 0.19230 O.20l)37 Inspecting Physic,lllnJuries OTJ: SR 
JE89S 0048832 1O()54 (U142.W O.t2715 O.21S13 Working 11 Second Jol1: ST 
JE90S o 511l!!7 O.201'iS 014]57 () 15646 0.13345 Accident in A Putrot Cur: SR 
JE91S 0.55797 () 14052 022729 o 17295 0.05245 Court Decisions Restricting Police: 5R 
JR92S 0.65539 0.05495 0.21+15 () 145]4 0.12050 Competition for Advancement; SR 
JE93S 0.54125 O.286R6 021084 0.18184 (UI5!X)2 Court Appc:lrunce on Day Off·A1'tcrNS; SR 
JE94S 048761 014884 (U8H17 024821 ·O.03J55 fn(!ffcctivcl1e~s ofCorrectionaf Sys: SR 
JE955 0.577.16 .. () 15547 0.24196 011402 0.023411 fnsuffident Manpowcrto Hundlc Job: SR 
JE96S 0.57645 0.17858 n. ((l498 ·0.07288 O.33t03 Gric"(lIlccs: SR 
JE97S 0.57503 ·()O9947 0.15262 0. ()6265 () 18155 Demands Made By F:Hnity For More Tinle: SR 
JE98S 051942 O.,BUO (\24810 ··0.08014 n.205f6 Administrative Non·Suppon: SR 
m99S (J 47387 "·0.24275 0,44527 0.03003 0.14303 Luckof'Participation on Political: SR 
JEIOOS 0.57757 02H44t O.If1376 0.12156 ().15834 Mistrcutmcnt of Police orfin Court: SR 

" 
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In this exploratory study, we examined the results 
obtained from two to ten clusters. The six cluster solution 
was considered optimal due to both sample size and the 
ability to descriptively discriminate the clusters. 

Table 5 gives a representation of how the clusters 
pattern. The abscissa (horizontal coordinate X scaled) is 
the stress occurrence. The ordinate (vertical coordinate 
Y scale) is the composite stress perception measure. 

Table 4 FACTOR PATTERN OF WHIESAND'S JOB SATISFACTION MEASURE FOR THE TOTAL SAMPLE 

SAS 
Initial FaClOr ,"Iethod, Prtndptll Compo/ll!/Its '21 :36 Wednesday, March 28, 1984 

Factor Pallem 
FaclOr I Faclor 2 Faclor 3 Factor 4 Factor 5 

JOI 0.64508 0.05413 ~·().22045 - 007931 0.19446 How Satisfied is R With Sort of Work? 
102 0.69172 0.15510 '·0.18706 0.05048 0.11806 Does R Feel Accomplishmcnt From Work'? 
J03 0.65832 0.02879 0,()7407 -0,10966 0.05166 Would R. Advisc Friend to Join Department 
J04 ().41533 0257;10 -. O. 13872 0.01891 0.26271 Variety in The Courscofa Day'5 Work? 
105 01.50580 0.22819 - 0.28254 0.30659 0,29463 Is R as Emcient on ThcJob as in Pust? 
J06 0.50288 0.15622 0.05488 0.04215 0.17431 Vulue R Thinks Community Puts on Service 
107 0.42249 0.22650 -·0.05061 0.10334 0.33605 Free to Make Decisions & Act on Them? 
J08 0.54079 O.OS271 0.37019 0.22795 -0.43917 Level of Recognition From Supe4 GD Job 
J09 0.54706 0.27093 -004844 0.53195 -0.17302 Supe Feel R is us EffiCIent as in Pasts? 
JOIO - 050281 004622 0.41778 0.24907 -0.34114 Satisfied With Supervisor's Leadership? 
JOII 0.36457 .- 0.00833 0.26901 -0 .. 37263 0.09660 Satisfied With Chief.OFC Leadership'? 
JOl2 '. 0.48815 . 0.03593 0.20711 0.10955 -0.25481 Participate in S Decisions Affecting Job 
JOU •• ().50947 0,03630 0.22223 -0.05725 0.1.5720 How Often Docs It Feel Shift Never End? 
)014 {).58645 -0.17913 0.34226 -0.10494 0.10890 Satisfied with Department as it Now Stand~ 
JOl5 0,56323 -0.05600 0.26885 "0.11066 0.25011 Satisfied With Prestige Within City Gov? 
1016 (),54662 -016718 0.01133 -0.11511 - 0.18087 Satisfied With Possibility of Promotion? 
JOI7 0.26172 -0.25156 0.20465 0.15733 0.25501 Satisfied With Present Salary'! 
1018 041764 .- 0 19937 0.17694 -0.25236 -0.04936 Satisified With Present Fringe Benefits'! 
JOl9 0.44566 !).14190 0,16643 -0.06311 0.02438 Feel Work Offers Future Job Security'? 
J020 0.67787 . (J.05080 0.26687 O.Onll 0.06963 Feel So Bored to Consider Leaving Force? 
J02t 0.45616 0.13:182 0.14508 -0.14552 0.05212 Satisfied With Qual & PrerofCo-Workcrs 
J022 O.5J709 0/23216 - 0.29640 0.33606 0.06208 Partners Feci R is Efficient as in Past'? 
102.1 ·O09l.31 0.19571 0.30114 0.20543 0,07746 Difficulty in Working Rotating Shirts? 
J024 (UOO50 0.1.1615 (),17187 0.24789 0.04949 Cnn R Predict Activities During Shifr? 
J025 0.40861 o ()6200 O.IIS97 -0.23356 0.24840 fs R Smisfied With Status in C:omrnunity'! 
J026 ' (UOO60 o 19279 0.34676 0,24002 0,38682 Work Interfere With Friendships Off Job'? 
1027 0.31469 () 16496 0.47687 0.28982 0.26418 Work Contlicl With Spollse, Boy-Oirl Frnd'! 
)028 lUll 107 0,70565 (l.()1332 . 0.23843 0.02512 How Dangerous Does R Feel Job Is? 
1029 0.05751 0.75795 0.02496 -0.21199 -0.19018 How Dangerous Does S·BF.G1:Feel Job Is'! 
J030 ' ().0472~ 0.79535 0.04694 -0.16604 -0.10112 Docs S-BF-GFWorry About RSlob Safley'! 
1031 04871R 0.28094 0.30179 -0.14679 ""0.04293 Satisfied With Dept'~ Protection Effort'! 
J()i2 IU4701 0.17049 0.22404 0.13846 0.01396 Feel Prcs~\lre Meeting Work Demands" 
1033 "1l.n77.1 D.49RS2 040576 0,03642 -0.02102 S·BF-GFWish R Change to Less Dungr Job'! 

Variance Bxplained by Bllch Fa('(()r 
FO('((Jr I Fac(Or2 Faclor3 FtJI:lor4 F{lc(()r5 

6.922517 2,76(J{Xl4 1.9330113 1.414064 1294778 
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Table S. Description of Cluster Pattern for Total Sample 

Plot of Weighted Factor Vars Identified By Cluster 
20:33 Wednesday, March 28, 1984 

Plot of Jesfac • PPSHFAC Symbol is Value of Cluster 
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Patterns 

Cluster 1-16% (96 officers) are officers who have both 
an average occurrence of stressful experiences during 
their career and their perception of the job environment. 
The officers are white (63%), male (949'c), a mean age 
of 33.4 years, are high school graduates (43%), married 
(77%), patrol ofticers with 1.5 children and 9.25 years 
on the job. These officers have the highest emotional 
exhaustion score and perceive a great deal of job related 
stress coming from their close emotional relationships 
whether it be spouse or significant other. 

Ofticers in this category we labeled the "mid career 
crisis" type. This officer tends to be a steady worker but 
is strapped for both emotional and environmental support. 

Cluster 2-2% (12 ofticers) are characterized as having 
the highest perception of stressfulness of the job while 
also experiencing the highest occurrences of experienced 
stress. These officers tend to to be youngest (X 27 years), 
white (85%) exclusively male, having the lowest found 
educational level, married (57%), patrol officers and 
sergeants with the least tenure (6.5 years), highest number 
of children and work evening watch (4-12). These officers 
are also characterized as having the highest scores both 
on the depersonalization scale and personal accomplish
ment scale. Their job dissatisfaction stressors appear to 
emanate from both a lack of understanding from super
visors and significant others and non-empathic supervised 
evaluations. 

The second cluster appears to define the cynical but 
effective "John Wayne Syndrome" onicer. Top cops, 
but somewhat impersonal, detached and inflexible. This 
officer feels the most personal accomplishment probably 
due to his objectifying and counting his accomplishments 
and ignoring his subjective non-quantifiable feelings. 

Cluster 3 is the largest cluster. (216 officers). ft is 
composed of 361ft- of the sample. The officers tend to be 
male (87%), white (53%), married (659'c) , patrol officers 
(61 %), with hair having a second job, 1.5 children, 32 
years old with 7.89 years on the job. This cluster has 
the highest overall job satisfaction but also has a high 
emotional exhaustion intensity score. 

These officers have low stress experience OCcurrence 
and a moderate perception of job stressors. Relating to 
job satisfaction they appear to perceive pressure from 
their significant others perception of the dangerousness 
of the job. 

For this jurisdiction, this is the "modat officer," steady 
but pressed. 

Cluster 4, is also a small type, with 23 officers or 3% 
of the total sample. These officers tend to be white, patrol 
()fticers married, with he highest educational level. the 
highest proportion of recruits, lieutenants and ubove 
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ranks. They also have the highest percentage of extra 
jobs and usually work evening watch. The surprise for 
this cluster is that they tend to have been married the 
most times and have a mean age of 33 years. They have 
an above average perception of the stressors of the job 
while having a fairly high stress oCCurrence experienced 
score. They are the most satisfied witli their work and 
their burnout pattern is in the moderate range on all scales. 

We had a difficult time labeling this cluster but came 
up with "separators." These officers tend to have many 
problems with mUltiple and extended families. 

Cluster 5 (24% of the total sample, 146 officers), these 
officers tend to have an average occurrence of stressful 
on the job events while having a moderate perception of 
job stressors. 

Descriptively these officers tend to be male, white, 
who have an extrn job, tend to have gotten a high school 
equivalency diploma, divorced, morning watch, patrol 
ofticers who are 33 years old and have over 8 years on 
the job. They tend 10 have the least perceived conflict 
with their supervisor but also have the lowest personal 
accomplishment scores. 

Again we had difficulty labeling this cluster but eame 
up with "in between." In between a rock and a hard 
place, not having much of a sense of personal accomplish
ment with limited growth options within the bureau. 

Finally Cluster 6 (103 officers, 179'c) has the lowest 
occurrence of stressful occurrences on the job while 
having a low to moderate perception of job stressors. 
These offices have the longest tenure (12 years); are the 
oldest (37 years) and have the highest percentage of 
women. They tend to be black, do not usually take a 
second job (only 38%); are high school graduates. pre
sently married and have been married the least times. 
This type has the lowest burnout scale scores but has the 
highest generic job satisfaction. 

This cluster tend to be split between women and experi
enced veteran officers who tend to be both "stead.v and 
dl'pendahh> ... 

Dialogue and Program Development 

The next step in OLlr consultative proce!is was to set 
up individual meetings with the area or zone commanders 
to give them feedback from the results we obtained from 
the initial overall survey. At this individual meeting, we 
also had time to develop the clinical case examples of 
each of the types nnd their spccilic validity in each of 
the zones. 

This proved to be very positive and rewarding expcri
ence for the /,one commanders. They both appreciated 
the opportunity to individually discuss personnel manage
ment issues and also the focus on enhancing officer per-



formance before it developed into a problem. 
As a result of these consultations, the commanders 

then individually began to develop management strategies 
to remedy their unique yet common situations. Their goal 
was to develop programs and procedures which would 
improve performance but also to short circuit some of 
the major ways which the different types inhibited their 
on the job performance. 

They came up with many innovative strategies and 
techniques. For example, supervisory life event monitors, 
where supervisors monitored birthdays, days off, family 
illness, death and separation events. This monitoring 
would aid supervisors in understanding and dealing with 
possible problems (i.e. divorce, illness) before they got 
out of hand. The commanders also developed new roll 
call training modules which accented handling (both posi
tively and negatively) ofticers coping with off the job 
pressures. 
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Utilizing a critical incident stress inoculation model, 
the commanders were utilizing the survey and clinical 
data as a management tool to both promote well ness and 
to promote proactive change. 

One of the exciting parts of this educative process is 
that the developed innovations are usually substantial 
under the headings of good management style and 
techniques. 

This process is still on going and commanders are now 
developing these new strategies and ways to evaluate 
their effectiveness. What's even more exciting, for us, 
is that this product provides a new role for the 
psychologist. This prospect gives a valuable new perspec
tive to our role as police psychologists. 

Summarizing, this paper outlined a process of manage
ment consultation which' is currently being used by 
psychologists in a law enforcement setting to aid 
developing proactive educative management techniques 
for supervisor's to prevent the negative effects of police 
stress from inhibiting job performance. 



ALTERNATIVES TO TRADITIONAL DISCIPLINE IN LAW ENFORCEMENT 

S. A. Somocievilla, Ph.D. 

Law enforcement has progressed in an almost 
geometric scale in the last several years. However, one 
aspect of law enforcement has remained archaic and 
regressive throughout the history of the profession and 
that is discipline as it is meted out to its members. 

In the traditional approach to discipline law enforce-
ment has typically used the following tools: 

1. verbal reprimand 
2. written reprimand 
3. suspension 
4. termination 

Outside these strictly punitive means there have been 
few if any methods employed by law enforcement agen
cies to go beyond the punishment of its personnel when 
they violate departmental rules. 

In early 1983 the Chief of Police of the Dallas Police 
Department created a Disciplinary Alternatives Com
mittee to study the possibility of modernizing as well as 
humanizing the disciplinary process. This Committee was 
composed of representatives from all Bureaus and Divi
sions and involved officers of all ranks through captain, 
civilian employees and supervisors, and the police 
psychologist. The Committee was also racially balanced. 

The first order of business was to canvasS other Police 
Departments to find out what they were doing in this 
area. These departments included Houston, San Antonio, 
Kansas City, Atlanta, Denver, Baltimore, New York 
City, Miami, Los Angeles, and Philadelphia. The find
ings were quite consistent with our expectations; 
reprimands, suspensions, and terminations. 

In evaluating our problem the Committee divided the 
disciplinary problems into three different categories: 

Hardcore/Repeaters 

These employees account for a large percentage of 
total complaints but they are a small number, probably 
fifteen to twenty out of a sworn population of 2100. 
These employees present a real problem for the depart
ment, and particularly the supervisors, because they 
seldom show any signs of changing their behavior. Usu
ally they end up terminated or resigning during a serious 
complaint. Many, however, are so adept at walking the 
fine line between aggressive policing and sheer aggres
sion that they "stick" for a long time. 
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Periodic 

These employees receive complaints on a fairly regular 
basis but none that are really serious and no regular 
pattern can be identified. 

Random 

This is the category that most employees fall into. 
There is no regularity or pattern and most complaints are 
minor. 

In 1974 the Dallas Police Department introduced a 
new method of dealing with disciplinary problems. This 
was the Behavioral Cause Investigation and it involves 
a referral to Psychological Services of officers involved 
in events where the Chief of Police feels that a behavioral! 
psychological problem may be a causative factor in the 
disciplinary inappropriateness. It is obvious that only a 
fraction of disciplinary problems would fall under this 
alternative (approximately six cases a year). We were 
left thus with a majority or disciplinary problems and the 
same old methods of dealing with them. 

After several meetings of the Alternative Discipline 
Committee suggestions were generated to address the 
problem, these were: 

Employee Relations Board 

This suggestion involves creating a Board composed 
of peers of the same rank who would study the specifics 
of the violation, interview the Officer involved, and make 
a determination as to disciplinary action. This "jury of 
peers" would be selected by vote rather than appointed 
by Supervisors. 

Probation 

One of the options the Employee Relations Board 
would have is that of probated sentences in lieu of discip
line. For example, the employee may receive a three day 
suspension probated ror a year. Ir the year is completed 
without further incident, no suspension occurs. However, 
jf a violation occurs within the probationary year the 
suspension would be doubled and served in addition to 
the new discipline. 



Training 

Another suggestion involves using extensive and 
specific training that would assist the officer in dealing 
with the problem area. The staff of the training academy 
agreed to work on this suggestion and reported that they 
indeed cold provide remedial training when appropriate. 
This would include training in human relations such as 
dealing with minorities; assertiveness training; etc. 

OfT-Duty Work 

This would allow officers to work their suspensions 
on their days off thus they would not be exposed to a 
financial loss as a result of several days without pay. 
This suggestion is presently being staffed by the Legal 
Liaison Division to insure that no infringement on per
sonal rights and freedoms is involved. 

Community Work 

Similar to No.4, this suggestion would allow the 
officer to work out the penalty through community work 
in an area mutually agreeable to the officer and the 
Department. 

Supervision 

It was the consensus of the committee that first line 
supervisors need to become more aggressive in the inde
ntification of problem areas in their subordinates and not 
wait until the problems become significant. Most problem 
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officers do develop over a period of time and in many 
cases early intervention may help prevent serious prob
lems later on. Supervisors should be able and willing to 
intervene early and to this end a section on developing 
discipline problems will be added to the ongoing Super
visors' Seminar on recognizing signs of stress. 

It is unfortunate but true that management skills are 
comparatively ignored in law enforcement. Early-stage 
problem officers are typically ignored until the problem 
becomes serious enough that a supervisor can transfer 
him/her or, more likely, terminate him/her. The loss in 
experience has to be significant year after year. 

Some of these suggestions are still being evaluated by 
the administration and others are in the process of 
implementation. The one aspect that seems to be of 
utmost importance is that officers are given OPTIONS. 
This would afford them an opportunity to have a say in 
their discipline. Obviously there are some officers who 
may have to be terminated as a result of violations. These 
"Hardcore" may be beyond repair at this time, however 
there are many officers who can and should be helped 
to correct (unlearn) bad habits while they have not yet 
cemented themselves and become "second nature". 

The Alternative Discipline Program is still in its 
infancy. We have been able to see a very positive attitude 
from officers regarding the fact that the administration 
of the Police Department is demonstrating a concern for 
them as people and this a good first step. There will be 
bugs in the system; but the alternative is loss of experi
enced officers through termination; potential civil and 
criminal litigation; and the possible destructive influence 
of the "Hardcores" on the younger, more inexperienced 
officers. 
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ORGANIZATIONAL HEALTH IN LAW ENFORCEMENT 

Susan E. Wa lima , M.A. 

Having begun one too many reports with the words 
"Introduction ," or "Background and Statement of the 
Problem," I'd like just for fun, to begin this one with a 
story. It's plot is transparent, and it's point-to provide 
some painless history. 

A True Story 

Once upon a time many years ago, there was a young 
management consultant/O.D. practitioner. Me. Now, 
"0.0." meant "Organizational Development" and was 
not to be confused with overdoses of any kind, (although 
some people believed that any dose of 0.0. was an 
overdoes ... ) But I digress. This consultant often had 
trouble explaining what she did for a living. Once, a taxi 
driver in rural Mi"sissippi asked why a nice young lady 
like her was going off to a week-long business meeting 
in a remote resort with a group of aluminum plant man
agers. And she said that it was her job to improve their 
teamwork through things like better communication, 
clearer work planning, and more shared decision-making. 
"People are happier that way-and work better too," she 
said, wanning up to the conversation and a risk-free 
opportunity to pontificate. "We could use you where r 
work," he said. Everybody said that to her, which felt 
good. It was nice to be needed. But the next question 
was always harder. "How do you do that?" he asked. 
Fortunately, the taxi had pulled to a stop at its destination 
and there was no time for an answer. 

The driver wished her luck. That felt good too. A little 
luck in the 0.0. business never hurt. 

Years passed and the 0.0. practitioner felt less and 
less dependent On luck and more and more secure with 
her tools. In fact, she began to feel like an artful mechanic 
in organizations: whatever was wrong. she could fix. She 
f1xcd broken relation'ihlps and autocratic management 
~tyles, useless appraisal systems and apathetic work 
groups. The more ~he fixed. the more she learned, and 
wanted to fix still more. 

But one thing puzzled her. Whenever work organiza
tions "tuned themselves up" with the help of O. D. tools. 
the individuals in them grcw ... healthier. They often 
~topped smoking. lost weight. had fewer headaches. 
ulcers and baCkaches, even took less days off. And that 
.intrigued her. 
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Now as it happened, other people in her country had 
just begun to write about a great problem there: stress 
and how individuals could coped with 'its pervasive 
impact in their lives. Some of the more insightful writers 
said that the organizations people worked in were causing 
stress, and they proposed some solutions. But not many 
organizations were listening. If they did, they only 
nodded their corporate heads, required annual physicals 
and perhaps installed exercise and shower facilities. 

The 0.0. practitioner thought about the tools, and 
thought about all those people trying to stay healthy in 
unhealthy organizations, and she made a wish. She made 
a wish to find an organization wise enough and 
courageous enough and patient enough (for it would have 
to be all three to succeed) to try all her 0.0. tools in a 
thorough effort to build both personal and organizational 
health. 

And her wish came true. 
Three and a half years later, the tools well worn from 

rigorous testing by wise, courageous. (but not always 
patient) police. she was asked once again to explain "How 
do you do what it is that you do? What is it really?" And 
even though wishes do come true, that answer still doesn't 
come easy. But r'll try. 

Undercover O.D. 

I am (surprise!) that 0.0. practitioner, and have been 
fortunate to work as a consultant to the Palo Alto Police 
Department (Palo Alto, California) as well as other San 
Francisco 8ay Area agencies. for the last 31,6 years. How
ever. I am reluctant. after years of calling my work any
thing but 0.0., to admit my identity as a long-time 
practitioner of same. 

Organization Development has a questionable reputa
tion among police (because of early teambuilding experi
ences based on overly-negative sensitivity training mod
els, or naive trainers who tried inappropriate "touchy
feely" methods and then blamed their rejection on "up
tight" and "untrusting cops".) In may experience, 0.0. 
technology has always been accepted as positive and 
productive (well, almost always ... ) so I feel obliged to 
present it as clearly and jargon-free as possible. 
emphasizing its practicality and workability. I'll err in 
the direction of nuts and bolts, recognizing that my theory 



base may not always be apparent. It's nuts, bolts and 
results my clients want, not theory. I've come to feel 
strongly that theory without the expertise to bring about 
change in police lives is next to useless and even unfair. 
Police have been too-much-studied and too-little-served. 

My purpose in writing this report is to: 
• Offer a brief understanding of what O.S. 

is and how it can be used to build health 
and productivity for individuals and 
organizations. 

• Identify five factors which organizations 
can manage to create such health and 
excellence. 

• Share Palo Alto's experience so far, 
relating specific activities they've under
taken, and their results. 

o Offer some advice to other agencies or 
helping professionals who might want to 
follow suit. .. 

This Is Dedicated To You and You and You 

There are three audiences I'd like to reach: 

• Police administrators, who can support 
the kind of comprehensive work neces
sary to build healthy organizations, and 
who may want to start with themselves 
(it's lonely and stressful at the top!) 

• Line Officers at all levels, to let them 
know they can impact their daily work 
lives. They are not powerless, as they 
sometimes believe. 

• The helping professionals who may want 
to play an organizational change agent 
role in law enforcement. 

So: What Is O.D. And What's It Good For? 

Organizational Development is a system of theory and 
method designed to improve organizational functioning. 
It's purpose is to remove the blocks to personal and 
organizational effectiveness which exist in any work set
ting. It assumes that people work best, feel best, and 
grow as employees when they participate in decisions 
affecting their work. Simple enough, right? Wrong. The 
first challenge of O.D. is the skill-building required to 
make such participation viable and efficient. As any 
group knows which has tried participative decision-mak
ing, it Clln be enormously frustrating - unless and until 
the people involved master some not-so-basic skills: 
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• Accurate, active listening 
• Succinct, to-the-point communication 
• Systematic problem solving 
• Giving and receiving feedback in pro

ductive ways 
• Action planning and follow-through 
• Group process (vs. task) management 

In addition, there are often underlying attitudes which 
must be surfaced and changed. Many a participative man
ager has been stymied by employees who insist he/she 
just "tell them what to do." J remember an industrial 
chemicals plant manager who threw a sofa pillow across 
the room after hours of unsuccessfully trying to pull ideas 
out of his supervisors. (In that case, his explosive person
ality had something to do with their reticence and the 
incident was a breakthrough for discussion purposes!) 
For the employee, it can be scary to put forward one's 
own ideas, especially if they've met with ridicule, rejec
tion or failure in the past. The fear of failure or looking 
foolish is a very .r:ommon attitude which must be changed 
before participation can work. Both of these attitudes are 
common in the police culture, where the traditional 
paramilitary hierarchy valued following orders, and 
where "put-down" humor could be devastating to new 
ideas. 

Another key attitude which can hinder participation is 
the supervisor or manager's belief that he/she must have 
all the answers. Most sergeants are promoted because 
they've been superior line officers (e.g., took control, 
handled things, didn't need assistance.) Suddenly as 
sergeants they're asked to delegate, plan, and develop 
people. First-line supervisors need to be allowed to 
change that attitude (management's responsibility) and 
they need the skill training to teach them to handle new 
and very different tasks. 

On the most basic level, then, the 0.0. consultant's 
job is about teaching those skills and surfacing those 
kinds of attitudes. However, to leach the skills or discuss 
hindering attitudes without a context of organizational 
problem-stJlving doesn't work. It is rejected as theory 
without a task base. What does work, for me anyway, 
is a process which goes like this. and which can be used 
flexibly in any setting, within any timeframe, and for 
any work effort: 

I. People from a natural work group (in a police agency, 
it could be a patrol squad, a division, or a manage
ment team), with a "third party" helping profes
sional, meet to discuss what gets in the way of their 
doing the best job possible. Before the meeting the 
third patty will have interviewed nil or a sample of 



the participants, to identify major issues and to design 
an appropriate meeting strategy, setting and length. 
Depending on the issues, designing the meeting can 
take hours, or weeks. 

2. Together, they learn now to solve problems and 
action plan solutions as a group, considering all avail
able ideas and opinions. They tackle their priorities 
one by one, producing a written plan for each, 
showing who will do what by when. 

3. In this problem-solving process, invariably the group 
has trouble because they lack one or more of the 
skills listed earlier. Only then is their problem-sol
ving interrupted by the O.D. trainer for skill-building 
as needed. Generally the help is requested, if not 
demanded! 

4. Almost always, the group decides it needs to change 
some of the typical ways they interract or work 
together. For example, they may decide to compete 
less and cooperate more, or cut back on the amount 
of destructive humor, etc. This is encouraged by the 
O.D. trainer as active management of the organiza
tion's culture. 

5. The group returns to the workplace with their plan, 
monitors progress as well as additional problems that 
may arise. They meet again at a pre-set date to assess 
their progress and any need for further work. 

This basic process can be used with or without outside 
help. Groups or individuals in early stages of organiza
tional problem- solving tend to depend heavily on outside 
help; later they learn the skills the "outsider" brings and 
they carryon independently. That's O.D. success. 

This process is also the basis for building personal and 
organizational success. Even though I have used it with 
groups from very diverse organizations, I am always 
amazed at the predictability with which certain issues 
come up, often in the same sequence. Perhaps because 
r have worked with other kinds of organizations (large, 
small, public and private), police people have many times 
asked me to make comparisons, and they are always 
reassured to know that their issues and problems are not 
very different after all. Police have been told so often 
how different they are, they need to know they are indeed 
part of the organizational human race! 
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Five Factors Common to Organizational Health and 
Personal Well-Being-And Not Coincidentally, the Re
duction of Police Stress 

Article after article, indeed entire books, have been 
written about the subject of police stress. And there is 
little disagreement that something should be done. But 
by now, officers have begun (understandably) to tire of 
the merry- go-around presentation of stress management 
techniques, most of which center on individual coping 
and ignore the organizational side of the equation. Those 
who have acknowledged organizational stressors either 
lay blame (and therefore responsibility for change) en
tirely with management, or call for sweeping police cul
ture change without suggesting practical ways to do that. 

T sympathize. Creating organizations which support 
rather than undermine individual health is a long-term 
and complex process. It requires commitment, knowl
edge and patience on the part of both management and 
line to succeed. But it's definitely possible. There are 
five key factors, which, if "tuned up," create healthy 
organizations. Here they are: 

1. CLarity oj Responsibilities. Do people 
understand and agree to what is expected 
of them? Do they have the opportunity 
to int1uence the responsibilities they as
sume? Are organizational goals as well 
as individual goals communicated in 
writing, and in clear behavioral terms? 

2. Quality and Timeliness of Performance 
Feedback. Do people know, at all times, 
how theyre doing? Is good performance 
acknowledged, as well as poor perfor
mance? Is the feedback as immediate as 
possible, and are improvement plans 
specific? 

3. Work Planning. Distribution and Sup
port. Is the work planned and distributed 
in a way that allows maximum predicta
bility and control, and is perceived as 
fair? Do people have the necessary 
equipment and technical support to carry 
out their responsibilities'? 

4. Interpersonal and Inter-III/it ReLation
ships. Do individuals and work units "get 
along," helping and supporting one 
another? Is it acceptable to ask for help? 
l's connict ancl disagreement handled di
rectly and resolved? 



5. Management Style and Structure of the 
Organization. Is the agency organized 
and run so as to allow people at all levels 
and in all assignments maximum partici
pation and responsibility? Is change 
managed in a way that keeps people in
formed and involved? Is personal and 
professional growth encouraged? And 
are there viable ways to leave the organi
zation, if one's career growth stops or 
life goals change? 

A "yes" answer to each question will produce a 
healthy organization. A"no" answer in anyone will 
produce an organization with less than maximum 
productivity, unnecessarily stressful conditions, and 
(count on it) troubled employees. 

Palo Alto's Program To Create Organizational Health 
and Reduce Stress 

In a report prepared for the IBM Company in 1980, 
I've written about these factors in greater detail, and 
specifically about what individuals, managers, and 
organizations can do about them. As an Appendix to this 
paper I've included a list of problem "symptoms" which 
one can look for in an organization to help diagnose 
which factor needs work. 

But Palo Alto has done much more than diagnose, and 
I'd like to focus now on specific activities they've under
taken. First, however, it may be helpful to know why 
they are motivated to do so. The early impetus for stress 
reduction came from a number of stress disability retire
ments which were closely on two levels: monetarily for 
the City and emotionally for all the people involved. A 
disability process can be terribly stressful in itself. Early 
attention to problems, and their prevention, seemed a 
better alternative for everyone. 

In the summer of 1980, the department hired an intern 
from the Harvard Master's in Public Policy Program to 
determine the major sources of stress within the depart
ment and to develop program options to alleviate stress. 
The intern reported that the major themes in all her meet
ings with department personnel revolved around organi
zational communication. She wrote an excellent diag
nosis, from which I'll extract key points: 

• "The major sources of stress are per
ceived as resulting from the ways in 
which the informal and formal structure, 
policies, procedures and character of the 
department act to inhibit effective com-
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munication. Because facts are not com
municated clearly, the rumor mill is able 
to distort information. The resulting mis
information is seen as straining relation
ships between levels of the department, 
between divisions and between individu
als. 

• Information that could improve job per
formance is also not conveyed in an 
unambiguous, clear fashion. In addition, 
the goals of the department are seen dif
ferently by different levels. Actions that 
one level sees as legitimate are tlot seen 
as legitimate by another level because 
justification of goals and related policies 
are not communicated effectively. 

• Constmctive communication regarding 
job pelformance is also thought to be 
lacking. Criticism from the public and 
from one's superiors and peers is per
ceived as overwhelming. It eats away at 
one's self-esteem. Most people felt that 
more formal and informal "pats on the 
back" are needed to balance this criti
cism. In addition, they believe that 
praise, not criticism, motivates them to 
do a good job. When someone receives 
praise for the way a situation was hand
led, he/she can also use that behavior as 
a model for the future. Without that 
praise or without suggestions for ways 
to improve, many personnel feel that 
they are in limbo-they really have no 
way of gauging their job performance. 

• Line personnel want participation in 
order to utilize their abilities. Manage
ment personnel have expressed interest 
in spending more time with line per
sonnel but feel that their current work
load leaves them without the time to do 
so. Many staff members would also like 
to encourage line personnel to take more 
responsibility for solving problems. 
There also seems to be a need for assur
ance of timely implementation of these 
solutions. When the solutions are not 
implemented right away, people 
involved in designing the remedies say 
that they feel that their efforts have been 
wasted, (md they are less willing to par
ticipate in the future." 



Sound familiar? Palo Alto's searching self-appraisal 
turned up what one would find in virtually any organiza
tion. What amazes me still, is how clear the patterns of 
organizational problems are, and how little is systemat
ically done about them in our culture. However, Palo 
Alto has a standard of excellence seen in few organiza
tions, and they decided to do a big something about 
standard problems. The Harvard study resulted in City 
approval of a plan to hire a "Health Resources Coor
dinator" to design, implement and evaluate an IS-month 
trial program. 

A Marathon Search and Hiring Process 

In late 1980 a national effort to attract candidates for 
this position was begun. Advertising reached several pro
fessional groups: clinical psychologists, health adminis
trators, organization development professionals and gov
ernment program analysts/administrators. Over 200 
people responded. The hiring process required three 
months and the involvement of 50-60 department person
nel at all levels. If was felt that to succeed, the program 
(and its coordinator) would have to overcome significant 
organizational resistance and skepticism, so broad PAPD 
involvement was necessary in the selection process to 
assure support at all levels. The process was thorough 
and well-managed, culminating in a two-day assessment 
center completed by six final candidate". Two were hired, 
when it became apparent that no olle candidate could 
meet the mUltiple needs identified, and several candidates 
expressed a preference for job-sharing to protect other 
consulting commitments. I was hired, along with a clin
ical psychologist trained in individual stress management. 
It was thought that we two would cover all the organiza
tional bases and complement one another's skills. 

Evolution of a Successful Program and Hard Lessons 
Learned 

The hard lessons began immediately, and tragically. 
On my second day of work, I learned that an off-duty 
officer had attempted suicide. He was in critical condition 
in a nearby hospital. Twelve years of work with people 
in work settings had prepared me for a wide range or 
helping interventions, but none so demanding and im
mediate as this. And as it happened, my clinically-trained 
partner wasn't there. That afternoon the patrol banter 
outside my office was suddenly, then increasingly re
placed by low, urgent voices. I heard II name I recognized 
rrom a conversation I'd had the day before when we'd 
asked if'there were any officers facing an unusual anwunt 
of stress or pressure. In a role that had only begun to 
define itself', I started to work with the "organization" as 
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a collection of feeling, reacting people. I'll never forget 
the faces and cOllversation of the next several hours: 

... The senior manager who had expected to hear from 
the officer that day, hadn't, and worried that he should 
have followed up. 

.•. The acting Watch Commander who crisply but with 
great kindness called in a patrol officer, the injured of
ficer's best friend, asked him to change clothes and go 
to the hospital to be with the family. 

. .. That young officer, who offered to give me a ride to 
the llospilal, and when 1 said I'd drive myself, gave me 
very careful directions because I was new 10 the area. 

... The Chier, Who, when I asked in the hospital waiting 
room how he was feeling, said he was "OK," and later 
told me he had wanted to cry. 

... A silent parade of people I didn't know yet, one of 
whom said the hospital reminded him of his mother's 
recent death, and if he were the officer's family, he 
wouldn't want so many people around. 

... And many hours later, the same young officer who 
had offered me a ride, carrying the friend's boots out to 
this own car, and telling me to drive home safely. 

The next day, several people said it was a shame r 
hadn't been hired sooner. There was both cynicism and 
hope in that remark. Cynicism, I suppose, that the law 
enforcement community doe!. too little too late to prevent 
individual problems. But more important, the hope that 
the same community cOllld buffer the stresses of police 
work, could be a positive source of strength, human 
support, and self-esteem. 

The Palo Alto Police Chief, management staff and line 
personnel have demonstrated that hope-even cer
tainty--over the last 3'/2 years in what began as a trial 
program and now may be the country's only comprehen
sive, long-term effort to reduce organizational sources 
of stress in police life. For me, working in law enforce
ment has called for the most diverse and challenging 
application or organizational consulting skills in my per
sonal history. It has also required that I dJ'aw more deeply 
from my own inner resources, particularly when working 
with individuals facing a personal or work crisis or when 
officers have talked through an upsetling policework inci
dent, and I have grown (\ great deal. 

r learned, for example, to make myself immediately 
available to people who show up at my door asking if I 
"have a minute," or who call asking if they can see me 



"sometime today." Perhaps the greatest difference from 
my former practice has been this on-site availability to 
people when they need it. No appointments to make with 
strangers, and no delays. A colleague once told me that 
in 13 years of private practice as a therapist, she had 
never seen a suicidal client. r have seen several in three 
years, and [ believe it is the on-site immediacy which 
allowed them to come. (They are alive and well, I would 
add.) Two were non-sworn personnel, they very people 
in law enforcement agencies most neglected, under
valued, and often highly stressed as a result. 

More Lessons 

My first partner and I learned very early that some 
things worked and some things didn't. What worked was 
responding to people's felt and expressed needs, rather 
than developing a program and "selling" it. When we 
developed two nifty surveys and insisted everyone com
plete them, they did (under orders ... ) but they weren't 
the slightest bit interested in our results. On the other 
hand, when we sat down with groups of people and let 
them talk about what was on their minds, we were able 
to help solve their problems, and more people came fOI'
ward to talk as a result. 

My partner learned the hardest lesson, however. H\~ 
found that his skills in teaching individual stress manage
ment techniques were not being utilized; in fact they were 
rather resoundingly rejected as too "far out." Even 
officers who were regular meditators, for example, 
wouldn't support the usc of such methods in the station, 
particularly in group settings. So may partner and the 
organization had a parting of the ways after about a year. 
I continued alone until July of 1983, when we selected 
a new partner who has been very successful. Ellen 
Kirschman has brought clinical training and experience 
with police to the program. 

Finally, What It Is We Really Do 

The foulieen-point program that follows has evolved 
as the way this organization uses helping professionals 
to minimize organizationally-caused stress. The fourteen 
points also make up the contract document under which 
the program functions. For each point, ['11 give an 
example or two (disguised to protect confidentiality, but 
nevertheless typical.) Here, then, arc fourteen way:; to 
mnke a difrerence: 

Provide ("OIl11seling (lndlor make referrals for individuals 
experiencing high stress. 

I genernlly see people who want help with a work 
situation but it is not at all uncommon to find personal 
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problems exacerbating the work problem. For example, 
r have :;een many people whose marriages, families or 
special relationships were facing trouble. It is a very 
common source ot personal stress which affects work 
performance . .r use Rogerian active listening combined 
with a search for immediate coping strategies. The effect 
seems to be one of relief that there is someone to talk to 
who allows one to "think out loud" and who clearly cares. 
Referrals are made for people who request one or when 
a situation requires immediate andlor long-term profes
sional attention, as was the case with the potential suicides 
mentioned e!!I'lier. In such an instance, I will follow-up 
with the person in a fev, days to make sure the connection 
has been made and to see how things are going. 

Provide Conflict Resolutionfor Individuals (lnd Groups. 

Conflict is a necessary part of organizational life. 
People must be able to disagree or new ideas would never 
emerge. However, when disagreement escalates to 
ongoing contlict, the people or groups involved need 
third party help. I've been asked to resolve disputes bet
ween competing peers supervisors and their employees, 
and entire divisions. 'fhe subjects of dispute have been 
as diverse as inappropriate competition over tasks, to 
racism and sexism issues. Most important in contlict 
resolution work is the ultimate transfer of those skills to 
the individuals and the organization as a whole, so that 
future eontliet can be worked through without the third 
party, 

Identify Sources of Organizational Stress and Consllit 
With Work Ullits and Individl/al managers to Resolve 
Them. 

A small book could be written about this part of the 
program, particularly about how the sources or stress are 
identified. J have learned to think of myselr as never "ofr 
duty," in that anything I see or hear may become part of 
an Identified pattern creating stress, Obviously, I pay 
close attention to eaeh of' the five factors mentioned ear
lier, and bring to management's attention anything they 
need to do to correct a troublesome trend. For example, 
SO many people told me they needed clearer feedback on 
their work performance, and particularly praise, that I 
designed and conducted training in performance appraisal 
during the second month of the program, All sergeants 
were trained in how to prepare for and conduct a perfor
mance appraisal, and in how to give behavior-based feed
back in a constructive manner, Because of turnover and 
promotions, the sergeants were recently retrained because 
many of the current group were new, Oft1cers afterward 
reported that their appraisals were more useful and 
instructive. 



Another typical approach to this goal has been to con
duct off- site teambuiIding with work units in which they 
have identified the Sources of stress in their worklives, 
and have planned together how to minimize them. A 
secondary benefit has been the creation of closer working 
relationships which buffer future stressors. 

Monitor Organizational Change to Assure Involvemellf 
and Information for All Those Affected. 

We know from stress research that the nature and fre
quency of organizational change is a major determinor 
of the stress people feel. In a dynamic and innovative 
organization, change is a way of life. The best buffers 
are information and involvement. Palo Alto, like many 
police agencies, has recently begun to use computer-aided 
crime analysis to identify crime trends and direct both 
patrol and investigative resources toward the apprehen
sion of career criminals. Recognizing that this change 
could make a significant difference in the way the depart
ment was run, Chief Jim Zurcher asked me to help design 
ways for all the department's personnel to influence and 
shape the change process. Over the last 2Jh years, an 
unprecedented series of meetings have occurred which 
brought together as many as six organizational levels to 
decide such questions as: What do line people need from 
management in order to make this change as smoothly 
liS possible? Whllt should the depllrtment's priorities be? 
How can line officers have more control OVer how they 
spend their time? How can sergeants give line officers 
the support they need to be pro-active in fighting crime'? 
Even such apparently mundane tasks as the development 
of new crime report forms were given to task teams of 
patrol officers who volunteered. And we have used this 
change process to instruct the organization in how change 
can be productively managed in the future to avoid 
unnecessary stress. 

MOl/itor Maf/agement Decisions With Regard to Their 
Stress Impacl, Searchforllllplemelltatioll Methods Which 
Millimiu' Tlte Stressfllllmpllct, af/d Advise Management 
S((Ijj: 

This is otherwise known as sticking one's nose in 
another'S business, but our managers report that they 
actually like having un "organizational conscience." or 
someone who will collar them in the hallway and tell 
thcm what they're about to do (01' have already done) 
may cuuse unnecessary trouble for themselves or others. 
We arc free to attend management staff meetings and 
regulal'ly "..,top the music" when something strikes us 
wrong. New general orders, for example, are more 
smoothly implemented when we have suggested ways to 
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introduce them which allows people to question the 
reasoning behind them, offer modifications, etc. 

Train FTO' s, Supervisors, and Managers in Communica
t;on, Problem-Solving, Conflict Resollllion, and Super
visory Skills Which Can Minimize Stressfor Employees. 

Again, stress research tells us that besides organiza
tional change, it is the style and skill of one's immediate 
supervisor which most determines stress levels for em
ployees. We train everyone in supervisory and manage
ment positions to recognize how they may be creating 
stress in their work units. These people are also encour
aged to ask for feedback from their employees regarding 
how their style affects stress. During the first year of the 
program, the Chief set a fine example by asking me to 
interview each of his managers to learn how he may have 
been creating stress for them. The interviews were con
fidential, and culminated in a 20-page written report about 
the Chief's style and what he could personally do to 
minimize stress. The management staff reviewed the re
port prior to his seeing it, then decided to forward it 
exactly as written to give him the feedback he's requested. 
Since Yours fruly did the writing, I also led the meeting 
in which the report was discussed by the Chief with his 
staff, Decisions were made for change, and in an extraor
dinary gesture of openness, (or perhaps because the 
grapevine is so successful in police agencies) he decided 
to make the document available to anyone in the organi
zation who was interested in it. 

Advise Individual Managers all Stres.I'-Protiucillg Prac
tices Cllld Events Withill Their Units. 

This is similar to point 5 except it focuses on individual 
managers and the way they work with their divisions. 
We learn about organizational goings-on in a variety of 
ways and not uncommonly from line reople who bring 
us their problems and complaints. I have occasionally 
been directed to work with a division, when too Illany 
such complaints indicated a lllanagefl1i~nt problem, but 
more often it is the manager him-hel'self who requests 
help in problem-solving efforts. 

Educate All PAPD P<'r.l'OII1If!I ill the Rallge a/Slress Re
tiuction/flealth Enhancemellt Techniques A I'ai/able illlhe 
Palo Alto Area, (lnd Encourage Their Use. 

This goal is largely accomplished without our direct 
intervention because of the aggressive marketing of stress 
reduction resollrces in the San Francisco Bay Area. We 
do, however, refer individuals with specific interest or 
needs to appropriate resources ranging from aerobics 



classes to progressive relaxation and biofeedback pro
grams. 

Desigll alld Facilitate Team-Buildillg alld Problem Sol
villg Meetillgs for Mallagers and Their Work Units. 

Emphasis here is on the design and facilitation of pro
ductive meetings, which may cover very diverse topics. 
The purpose of such design and facilitation is to assure 
that everyone has a chance to be heard, that the meetings 
run smoothly, stay on track, and produce the desired 
results within a pre-set timeframe. I am also free to invite 
myself into any meeting dealing with a topic with stre.'ss 
impact, where I may both facilitate the meeting and help 
see that the stress content is adequately dealt with. 

Teach PAPD Personnel HoII' to Desigll and Facilitate 
Problem-Solving Meetillgs. 

Having this responsibility included in the program felt 
like a major victory for me. The organization would have 
preferred that I facilitate ad fillitllm at all the meetings 
to which I was a party. I argued instead they they should 
learn to do this for themselves. With a little help from 
some managers, sergeants, and line people who recog
nized that facilitation skills could help their careers, I 
won. Now there is a growing cadre of people at all levels 
who can design and lead meetings very well. 

Spol/sor Special Eve/lts or Workshops Related to Per
sO/lal alld Organizational Health. 

This is a new goal, and unrelated to the training work
shops we conduct on topics from learning/teaching styles 
in the FrO program to management by objectives. Some 
special events we're thinking about include in-house 
biofeedback experimentation, and a proposed get
together for new recruits about to enter the academy and 
their spouses. The purpose of the latter will be to talk 
over some of the stress to be expected during academy
time, and to build a support network among the recruits 
and their spouses. The idea, tested in other agencies but 
new to Palo Alto, so far has wide support. Biofeedback 
may be another story, but I'm hoping to interest police 
meditators in EEG biofeedback as a way to begin. 

Assist ill Progra/ll EvaluatiolL (IS it Relates /0 Perso/lal 
and Orgal/izlIIiotlal Health. 

Thus far the program has been evaluated in the best 
informal way I know: by asking our users how helpful 
we have been, through word-of-mouth endorsement of 
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our credibility, and staying very busy meeting requests 
for service. Still, it would be nice to be able to do more 
fonnal evaluation, and we are looking at ways to do that. 

Maintaill a Health-Related Bulletill Board and a Library 
of Health-Related Materials Available for Use By All 
Employees. 

Our officers are directly across from the patrol briefing 
room and just down the hall from the cafeteria, so the 
traffic pattern passes our bulletin board constantly. On 
it are newsclippings, cartoons, journal articles, program 
and course announcements, and anything else we think 
may interest our folks. Articles regularly disappear to be 
read in private, and reappear dog-eared for future readers. 
I keep a library of organizational stress-related books 
which I loan, but more popular are career development 
and life planning materials which I've also made availa
ble. Relaxation and "Anger at Work" tapes have also 
been useful to people. 

Provide Career Counseling and Life Assessment G/li
dance For Individuals. 

Don't let this last number on the list fool you. This 
service is much in demand, particularly since word is 
out that we have successfully helped people define new 
career goals for themselves (including leaving the police 
world for private industry) and they have Made It in the 
Great Outside World. Police sometimes believe they have 
no career options other than positions in the security 
field. Having worked in private industry for some time, 
J knew the people I saw at Palo Alto could do well in 
other environments, told them so, and helped them leave 
when they wanted to. Most recently, an officer whose 
interests had shifted away from law enforcement brought 
me this resume to review, and I noted that he had "hidden" 
the fact he was a police officer on the last page, bottom 
line. He explained that he'd been advised to do so, that 
no one would be interested in him if they knew he was 
a cop. I argued that they would be more distrustful if it 
looked as though he were hiding the fact, and that his 
skills and proven management ability would speak for 
themselves. Happy ending. He got the job he wanted in 
a high-tech industry as a second-line manager. The other 
happy ending is that he is one of several well-regarded 
Palo Alto police who have left with the organization's 
good wishes to pursue other cnreers. For officers feeling 
tmpped or wanting change, this offers hope for new op
tions, and in a broader sense, can begin to teach other 
organizations that police are attractive job candidates. 



An Ending and Ways to Begin 

These pages cover just a sample of what Palo Alto has 
done. For other agencies who might like to compare 
notes or similarly experiment, weu be pleased to share 

with you more of what we've learned. My police col
leagues in Palo alto would be well. For anybody out 
there who's ready to begin change-agenting, I wish you 
luck. It never hurts in the 0.0. business. 
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APPENDIX 

FIVE FACTORS COMMON TO ORGANIZATIONAL AND INDIVIDUAL HEALTH 
(AND SOME PROBLEM SYMPTOMS) 

I. Clarity of Respollsibilities. Do people lIIulers/alld alld agree to what is expected of them? If 1I0t, you may see: 

III the orgalliZiltioll 

Misdirected activity. Overlapping activity. Low morale. Low level of 
motivation. Confusion or connicl over priorities. Over-dependence on 
management for direction. Inactivity in manager's absence. Little initia
tive or creativity. Performance appraisal considered a waste of time, 
or simply for salary structure purposes. 

111 the ilU/ividual 

Anxiety andlor confusion about how they're doing and over what they 
should be doing. Overdependence on supervisor for direction. No sense 
of their contribution. Complaints of being left out, suspicious, resent
ment of others. Performance appraisal or MBO system regarded as 
"paperwork" and tiled away. No sense of priorities. Poor crisis manage
ment. Absenteeism. 

2. Quality cl/ldTimlil/ess of Perform alice Feedback. Do people kllow how they're doillg alld isfeedbllck clear c/ltd behavior-based? Illlot, you may see: 

Mistakes and non-productive behavior patterns repeated. Successes not 
recognized or rewarded. Consequent frustration. Low morale. Low 
commitment to results. Low productivity. Misunderstanding of what 
represents good work. Supervisory avoidance of perfonnance appraisal. 
Complaints following performance appraisal. 

Anxiety over how they're doing. Excessive need for approval. Mistakes 
repeated. Complaints on non-recognition. Excessive salary compari
sons. Preoccupation with status and standing in the group. Inappropriate 
lack of confidence in good perfonners or unrealistic expectations in 
poorer perfonners. 

3. Work Plallllillg. Distriblllioll lind Support. Is the work plalllled alld distributed ill a way that aI/OIl's mctrilllulII predictability (/Ild cOlltrol. alld 
is percei\'l!d 11.1' fllir? If not, ),ou mlly see: 

"Fighting fires" instead of working from a plan. People waiting to be 
told what to do; little pro-action. Little initiative. Poor crisis manage
ment. Poor time management. Unit functioning well in manager's 
absence. Work imbalance-some people doing too much, others too 
little. Connict over this. Deadlines chmnically missed. Last minute 
"surprises" nnd crises. Frequent unplanned overtime-resulting com
plaints and stress. 

Stress complaints and illnesses. No sense of control over work. Little 
sense of accompli5hment. Complaints of unfairness or unexpressed 
resentment, Withdrawal in quiet members. Overwork in compulsive 
individuals. Poor individual time management. Misunderstanding of 
priorities. Grievances and complaints. 

4. IlIIerpersu"Clllllld IlIIer-Ullit Relatiollships. Do people alld work wlits get alollg. c'O/lI/I//Illit'lItC' lI'el/. helping (//1(1 supportillg olle c/llotiter? Is 
cOIlf/ict (/Ild disagreement lremelted directly alld resolved? If 1I0t, YOII may see: 

BiCkering. Blaming. Little cooperation. Sarcastic humor. Excessive 
competition. Guarding of infonnation. Vying for power, Bark-stab
bing. Low level of risk-taking for fear of failure and exposure, Super
ficial cooperution, sometimes masking sabotage efforts. "Strong" 
(vocu!) members dominating-quiet members withdrawing. Low level 
participation und input in important decisions. 

Inability or refusal to work with another person. Excessive complaints 
to Personnel Departmem or supervisor. Grievances. Sulking or with
drawnl. Grudges, "Getting even," Stress complaints, illness and absen
teeism, Emotional flare-ups or depression. Excessive time ~ncnt in 
guthering support for one's point of view. 

S. Mllnllgemelll Style alld Strllcture of tire Orgallization. Is tire agellcy organized cmd rlln so as 10 al/olV peaplc (1/ IIl/lel'els mctrimul/I perrticipatioll 
(mel respollsibility? If /lot. you mlly see: 

"By the book" behavior. Low level creutivity, Excessive "yes-men." 
Decisions taking too long to implement, Activities gelling lost in the 
organization. Compluints of monotonous work, low level of challenge 
und responsibility. High-potential people leaving the company for beller 
opportunities. Low level nccountability for reSUlts. Problems shunted 
from line lInit to another. Closses or levels of employees chronically 
undcnltllized. 
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Complnints of non-involvement in important decisions. Apathy und 
low morale. High potential going untapped. Over.dependence on man
ager for direction. Appearance or busy-ness with low actual output. 
Complaints thutjob doesn't allow nny growth. Dl1ud-end'!d employees. 
Low level sense of personal responsibility for career growth. Frequent 
conflict between sUbordinnte nnd supervisor, Little confidence 
expressed in mamlgement. In middle mnnagcrs, excessive role 
ambiguity. 



SECTION FOUR 

PSYCHOLOGICAL SERVICES 



CONFIDENTIALITY WHEN THE POLICE PSYCHOLOGIST 
IS EVALUATOR AND CAREGIVING PRACTITIONER 

Eloise M. Archibald. Ph.D. 

In recent years interest in the field of police psychology 
has been growing rapidly. Testaments to this are the 
newly formed section of police psychology in Division 
18 of the American Pyschological Association, the Inter
national Society of Police and Criminal Psychology, and 
the FBI sponsored symposium on police psychology held 
in September, 1984, which drew experts in the field from 
all over the United States as well as other countries. 
Certainly police psychology has come a long way from 
1968 when Martin Reiser became the Los Angeles Police 
Dept. 's in-house psychologist on a full-time basis 
(Reiser. 1972). It is generally accepted that this event 
marked the beginning of police psychology. 

As with all fields that are new and still very much 
growing and developing, the practice of police 
psychology raises many question to which there are as 
yet no clear, definitive answers. This paper discusses 
one of the problems of being a police p.~ychol()gist who 
is primarily a psychological evaluator for police depart
ment administration but who is also expected to be 
caregiving practitioner for the employee of that same 
department when the need arises, i.e. the problem of 
confidentiality. It is based on the author's experiences 
as a full-time in-house psychologist for the New York 
City Police Dept. (N.Y.P.D). 

The police psychologist who finds him/herself in the 
position of primarily acting as an evaluator of employees 
who are suspected of having emotional problems has a 
very difficult job indeed. Not only must the psychologist 
have excellent evaluative and diagnostic skills but he/she 
must often be prepared to make recommendations 
regarding the employee's work status, e.g., can this 
employee continue to work on the streets in a patrol 
assignment given the psychological problems which are 
present. In order to make appropriate recommendations, 
the psychologist must be familiar with police work in 
general and the particular duties of the individual being 
evaluated as well as with the performance standards of 
the police organization involved, However, as difficult 
as this job is it becomes even more so when the 
psychologist has an additional duty or being a caregiving 
clinician to employees. In the N. Y ,P. D. this second func
tion takes the form of providing crisis intervention and, 
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at times, ongoing short term psychotherapy to employees. 
Therapeutic interactions also occur indirectly and in a 
less defined way when the police psychologist is the first 
mental health professional to see the distressed employee 
and then spends several hours doing an "evaluation" for 
the administration. Even though for ethical reasons 
relating to confidentiality it should have been explicitly 
explained to the employee that the interaction has this 
evaluative and not a therapeutic purpose, in reality such 
a clear division between evaluation and therapy cannot 
exist (MacKinlJon & Michels. 1971). Even in a relatively 
brief interview between the psychologist and employee 
something therapeutic or non-therapeutic can occur. 

The question can legitimately be raised as to why a 
police department would want to have the same in-house 
psychologist perfom1 the two functions of mandated 
work-status evaluations and treatment. There may be sev
cral reasons. First, a police department is a close-knit 
organization that often has an "us- and-them"" attitude 
towards the rest of society. It is not surprising then to 
perceive a "we-take-care-of-our-own" attitude. In other 
words, if a member of the department is in need of help, 
there is an expectation that the department will take care 
of the officer. If the need is psychological, there is an 
expectation that the police psychologist will help whether 
it be to tell the department what is wrong with the officer 
or to treat the officer. 

A second, related, idea is that the police department 
psychologist will know and understand better police offic
ers, police work, department policies, etc. and, so, is 
the best person to both evaluate and treat the officer. 

A third reason why a department might want their 
police psychologists to perform dual roles could be a 
feeling among the department administrators that it is 
more cost effective. That is, if they are paying a yearly 
salary to a psychologist why not use him/her for all the 
department's needs. "If we have these in-house shrinks, 
why do we have to go outside for treatment (or evalua
tions, etc, )'?" 

Regardless of the police organization'S reasons for 
giving the police psychologist two roles, as one would 
expect this situation greatly effects the relationship bet
ween the police psychologist and the officers he/she sees. 



The main problem arises around the area of confiden
tiality. Because the primary function of an N.Y.P.D. 
police psychologist is to evaluate the police officer for 
the police organization this must be explained to the 
employee (Reiser, 1972, 1982). He or she must also be 
told that nothing discussed in the interview is "off the 
record" and that a report of the psychological findings 
will be made available to the Department administration. 
In the case where a police officer and not the administ
ration has requested the evaluation, a limited kind of 
confidentiality exists. Before the interview, the employee 
is told that if his/her problems are judged by the 
psychologist to be serious enough to warrant administra
tive intervention, confidentiality will not exist. However, 
if in these self-referred cases, the psychologist does not 
find it necessary to make an administrative intervention, 
e.g. remove fireanlls, ~hange a work assignment, then 
the Department administration will not be informed about 
the evaluation. At this point, the employee may choose 
to seek a private consultation with a psychologist not 
employed by the police department rather than risk loss 
of confidentiality. 

From an ethical standpoint, it is necessary to inform 
the employee of any limits on confidentiality. The 
psychologist clearly wants to avoid a situation where 
after a lengthy interview with a very open employee, 
he/she tells the employee that the psychological report 
to the administration will be forthcoming and the horrified 
employee says, "What report? You're a psychologist so 
I thought this was confidential." 

Some may argue that by announcing at the start of an 
interview that a totally confidential relationship does not 
exist, that it will be impossible to establish rapport with 
the officer and he/she will be unwilling to talk. Probably 
every clinician will agree that without a certain amount 
of rapport the psychologist will never get the information 
necessary to properly evaluate the employee and thus be 
able to make recommendations which are worthwhile 
and helpful to both the police organization and the 
employee. An example is the police officer suspected of 
depression who is referred to the psychologist for evalu
ation by a concerned supervisor. The supervisor had 
noticed the officer to look "down-in-the-dumps". Here 
the police organization must know if the police officer 
is so depressed as to make a change of work assignment 
andlor a removal of firearms necessary, etc. However, 
the police psychologist will also want to know the exact 
nature of the officer's problem so that not only adminis
trative but therapeutic recommendations can be made. 
Granted, establishing rapport with someone being seen 
in a mandated evaluation is difficult. Still, any argument 
that the officer should not be informed of the limits of 
confidentiality is without merit. Such behavior would be 
clearly unethical according to the American Psycholog
ical Association's Ethical Principles of Psychologists 
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( 1981). r n addition, the attitude of the police psychologist 
plays a large part in whether rapport can be established. 
If the police psychologist can communicate verbally or 
non-verbally a genuine concern about the employee, he/ 
she is more likely to obtain open and honest answers to 
questions and so be better able to conduct an evaluation 
beneficial to both administration and employee. 

Confidentiality becomes an extra sensitive problem 
when a police officer is referred for a psychological evalu
ation because of certain charges leveled against him/her, 
e.g. spousebeating or brutality towards the public. Here 
the officer is simultaneously involved in a police inves
tigation for the same reason he/she is being psychologi
cally evaluated. To honestly discuss the issue with the 
police psychologist can be equivalent to making a confes
sion and not to discuss it can make the whole evaluation 
pointless. There is no clear answer to this dilemma. The 
police organization could choose to wait until the 
administrative/disciplinary case is settled before referring 
the employee to the psychologist but there are arguments 
against this. Disciplinary cases can take months or longer 
to settle, meanwhile a troubled employee might continue 
to spouse abuse, etc. whereas psychological evaluation 
might lead to treatment and, perhaps, a resolution of the 
problem. Another argument against delaying the evalua
tion is that the administration may want a recommenda
tion from the psychologist regarding competency to stand 
trial or whether leniency should be used in selecting 
punishment, etc. Again, there is no clear solution to the 
problem of the employee who also faces disciplinary 
action. Often the psychologist must try to do as thorough 
an evaluation as possible without having full information 
on the referring incident from the employee. (For exam
ple, in the case of the officer accused of spouse abuse 
one is often limited to looking for other evidence of 
violent tendencies in the individual. This type of evalu
ation is not totally satisfactory but at times is the best 
that can be done until the disciplinary case is settled and 
the police officer feels freer to be open.) With regard to 
treatment, it is the opinion of the author that in these 
disciplinary cases, the treatment should occur with a clini
cian not employed by the police organization in order to 
provide greater confidentiality. Whereas in other types 
of cases, an officer being open with an in-house 
psychologist would not result in the officer being discip
lined or even fired, in cases where the officer may have 
violated department regulations or broken the law this 
might very well be the result. In order to avoid merely 
being the disciplinary arm of the department or engaging 
in fruitless therapeutic efforts where the main purpose 
for seeking help is never addressed, the psychologist 
should explain to the police administration that such cases 
must be treated by clinicians not responsible for reporting 
back to the department. (The latter issue will become 
increasingly important as illegal dntgs use by police 



officers become a more visible problem. Many police 
departments severely discipline rather than treat officers 
using illegal drugs.) 

Another issue which the police psychologist must deal 
with is that of deciding what information is necessary 
for the police organization to know about the referred 
employee. In a typical evaluation, the psychologist win 
obtain much more information than that which directly 
relates to the employee's job. However, some of this 
information, e.g. ongoing marital problems, may have 
au effect on job performance and so be relevant. In writing 
reports to administration, the psychologist must con
stantly make decisions about what the organization needs 
to know. The American Psychological Association's 
Ethical Principles of Psychologists (1981) states that only 
information pertinent to the evaluation should be included 
in written and oral reports on employees. The distinction 
between what is necessary or unnecessary for the 
administration to know is not always clear and is a 
problem the psychologist can never stop struggling with 
in fairness to the organization who is the employer and 
the police officer who is entitled to some privacy. 

A more subtle problem with confidentiality arises when 
an officer has seen non-department psychotherapist or 
been hospitalized for emotional problems. In such cases 
it would benefit the police psychologist in evaluating the 
officer if he/she could have a report from the therapist 
or the hospital records. In order to obtain these, however, 
the officer would need to give the private therapisUhos
pital a signed release. The problem arises when the 
department has paid for the outside treatment (e.g. 
through a fund for needy officers) and yet the officer 
will not give consent for information to be released to 
the department. Here, again, as mentioned earlier, serious 
problems and misunderstandings can be avoided by 
clarifying with the officer before treatment begins if hisl 
her rights to confidentiality is limited by accepting treat
ment funds from the department. 

In summary, the problems of confidentiality faced by 
a psychologist employed by a police department are dif-

ficult ones. It should be obvious that a crucial part of 
the solution is for the psychologist to clearly define his/her 
role before accepting this employment. Is the 
psychologist primarily there to serve the agency or the 
individual officers? In the case where the psychologist 
is primarily an evaluator for the agency with brief 
therapeutic interventions a secondary function it must be 
understood by all-psychologist, police agency, police 
officer-who the client is. If, as is the author's case at 
N.Y.P.D., the agency is the client, then the officer must 
always be made aware of the limits on confidentiality. 
(If, on the other hand, the police officer is the client, 
then the police agency must be forewarned that although 
it pays the psychologist's salary it is not entitled to infor
mation on the officer.) Because the field .of police 
psychology is a new one, ethical dilemmas will continu
ally arise which as yet have no clear solutions, The indi
vidual psychologist with the assistance of colleagues will 
have to struggle for answers. Certainly, as more police 
departments hire psychologists with an interest in con
fronting these difficult and sensitive issues, the field of 
police psychology will grow and develop, thus benefiting 
the psychologist, police agencies and police officers. 
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MANAGING THE DIRECTED REFERRAL 

John P. Berberich, Ph.D. 

Psychologists who provide services to law enforcement 
agencies are sometimes referred veteran officers under 
conditions that require a psychological evaluation and 
written report to the agency. The author has been involved 
in more than three hundred such directed referrals both 
as Department PsychlJlogist on an employee basis as well 
as in a consultant's role to a number of local, state and 
federal agencies. Reasons for these referrals have 
included post-shooting trauma, problems with the public 
(e.g. excessive use of force, verbal abuse, inappropriate 
behavior with female citizens), alcohol and drug abuse 
problems, petty theft, obvious psychological difficulties 
(fearfulness, anger, depression, delusional reasoning pro
cesses, inappropriate sexual behavior), lack of motivation 
and a variety of other reasons. 

When an already employed officer is referred for 
psychological evaluation, the referring agency accepts 
additional legal responsibility for the officer's behavior. 
That is, the agency acknowledges, by virtue of the refer
ral, that it knows that the officer is having difficulties 
which might impact performance of duties. It is the 
author's understanding that such a referral can place the 
agency into the position of so-called "vicarious liability" 
with reference to issues of assignment, training, reten
tion, etc., if the officer performs inappropriately sub
sequent to the referral. Thus, when a psychologist accepts 
a directed referral, he/she is almost always asked to assess 
the officer's psychological fitness to perform within his/ 
her chosen occupation. It is by asking the question of 
"psychological fitness" that the referring agency cover 
its legal responsibilities. At the same time the 
psychologist comes to be in a position of considerable 
power and impact in the life of the officer. 

Aside from the issue of psychological fitness, the most 
frequently occurring refenal questions the author has 
dealt with have to do with with requests for impressions 
as to need for treatment and for recommendations to 
management as to how to deal with the ofticer (e.g, 
where he/she should be assigned, need for time off from 
duty). Only infrequently has the author been asked to 
assist administration in determining what kind of discip
line would be appropriate in a particular case. It has been 
the position of the author that referrals which request 
recommendations for the assignment of discipline gener
ally create a serious conflict in roles. The author has 
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refused to provide recommendations for discipline. 
Directed referrals contain possibilities for case man

agement issues that deserve prior attention. Some of the 
most frequent issues experienced by the author are dis
cussed below. 

Role of the Psychologist 

The author has held several staff (advisory) and oper
ations (line) positions. It would appear that the role of 
psychological consultant in a law enforcement agency is 
most often a staff role. Most law enforcement agencies 
are loath to give up operational management responsi
bility to non-commissioned individuals. Interestingly, 
most directed referrals contain an implied message that 
the psychologist should "take care" of this officer who 
has somehow become a management problem. That is, 
there is often a desire by the agency to refer the officer 
via a telephone call to the psychologist, or, in some 
instances to order the officer to contact the psychologist 
"or else." This latter kil)d of refenal is often followed 
by a request by administration to the psychologist to "tell 
us if he came to see you, what's wrong with him?, what 
should we do with him?" etc. Of course, the psychologist 
cannot divulge such information because his client has 
the right of confidentiality. Significant problems can fol
low. For example, the officer might be pressured to 
release the psychologist from the restrictions of confiden
tiality when this was not understood by the officer at the 
time of the referral. Issues of privacy come to the fore 
and considerable anger and frustration can result. 

Because of such kinds of problems, the author has 
developed a general rule for managing directed referrals. 
Whenever a supervisor or administrator seeks to refer an 
officer, the author requests that someone in an adminis
trative or supervisory relationship to the officer come in 
with the officer on the first meeting. In this way, the 
agency's concerns can be clearly presented together with 
the the refelTal questions being asked of the psychologist. 
This initial meeting also allows for the sharing of view
points, statements of differences, and for questions to be 
asked. Everyone starts off with the same general informa
tion. Additionally, the referring agency has taken steps 
to show its concern about the officer, not only adminis
tratively but personally by taking the time and effort to 



make sure that the officer is well informed as to his/her 
situation. This removes a good deal of the natural 
"paranoia" and defensiveness that goes along with such 
a referral. But most importantly in the author's view, 
this approach maintains the psychologist's STAFF role 
{as evaluator/advisor) and underlines the supervisory/ 
administrative LINE role as it relates to directing the 
officer to be evaluated by the psychologist. 

During this first meeting the author seeks to understand 
why the referral is being made, whether the officer's job 
is in jeopardy, what will happen if the behavior of concern 
continues, what are the exact referral questions, what 
written information does the department have regarding 
the problem behavior (hopefully, all of the written infor
mation will be available to the psychologist), whether 
the officer is having any other difficulties (e.g. com
plaints, lawsuits, internal investigations). All of these 
questions are asked during the time that the referring 
supervisor/administrator is present. 

After the supervisor/administrator has left, the author 
encourages the officer to discuss his/her feelings about 
being referred and to ask any questions he/she might 
have regarding the referral. It is again made clear to the 
officer that confidentiality can not be a part of the evalu
ation and that before the evaluation will begin, the officer 
is requested to sign a release of information allowing the 
author to write a letter to the referring administrator (e.g. 
the Chief of Police, Sheriff, or other administrator 
involved in the referral). The officer is also advised that 
a copy of the letter will be sent to him/her. This second 
part of the first interview is designed to clarify personal 
feelings of the officer that are more easily discussed 
without the supervisor/administrator being present, This 
also allows the author to further develop his staff relation
ship not only with administration but also with the officer. 

Attitude of the Officer 

As one might imagine, officers who are referred for 
psychological evaluations to assess "fitness" do not 
approach such an evaluation happily. It is the author's 
experience that such evaluations benefit from the 
psychologist being very open and direct with the officer 
throughout the evaluation. This decreases suspiciousness 
and guardedness on the part of the officer being evaluated 
and allows the psychologist to collect the data that are 
needed to answer the referral questions. There have been 
very few occasions where guardedness and hostility have 
persisted throughout the evaluation. Most officers come 
to see that the psychologist is not attempting to cause 
problems but rather to understand the entire situation so 
as to be of service in solving problems. Perhaps of most 
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assistance is the avoidance of a judgmental attitude with 
reference to the matters discussed. The feeling that an 
evaluator is jUdging one negatively is very threatening 
when one's job is seen to be at stake. 

The author has found the staff role to be of assistance 
in dealing with those few officers who have maintained 
a defensive or hostile stance well into the evaluation 
process. That is, the officer eventually comes to perceive 
the psychologist's role as one of possible assistance and 
NOT as disciplinarian. The psychologist really cannot 
lose sight of the role of expert on human behavior and 
the need to be objective in the evaluation process, How
ever, objectivity does not require losing sight of the 
officer's position of concern about his/her job and the 
desire to get back on the right track. Hostility seems 
often to be a coverup for fear among police officers. The 
author has frequently found that officers referred under 
the most adverse circumstances and who have had the 
greatest initial levels of defensiveness and hostility later 
come to refer the greatest number of fellow officers for 
assistance. Also, the author has found that officers who 
initially respond negatively to being referred for evalua
tion often become those patients who benefit most posi
tively from treatment. Clearly, most law enforcement 
officers love their work and feel very threatened when a 
supervisor questions their fitness. It is the love of their 
work coupled with a positive relationship with the 
psychologist that encourages them to straighten out their 
lives. 

The Psychological Evaluation 

The author utilizes psychological testing and interview 
methods in dealing with directed referrals. Experience 
suggests that all psychological testing should be done in 
the office or office waiting room rather than sending 
testing materials home with the officer. A broad variety 
of tests are used including MMPI, CPl, FlRO-B, Sen
tence Completions, Rorschach, TAT, WAIS-R, WRAT, 
etc. Of course, the specific tests utilized with a particular 
officer depend on referral questions and on data obtained 
through the interview process. 

The interview portion of the evaluation generally 
requires at least three hours. The author's interview 
approach focuses heavily on current life situation, espe
cially sources of stress. Thus, current work situation is 
examined closely as are: martial/family situation, current 
medical condition, perceptions of psychological state, 
use of alcohol and drugs, legal status (lawsuits etc.), 
financial state. Quite frequently the author will actually 
observe the officer on duty (with the officer's and 
agency's permission, of course). Spouses and families 



are also consulted during the evaluation process where 
indicated. 

A second part of the interview focuses on the officer's 
past history as it relates to work, health, family of origin, 
education, involvement with legal authorities, etc. It is 
particularly important in the author's opinion to closely 
assess work history to deternline whether the officer has 
ever been involved in a fatality or shooting, been the 
victim of assault (especially deadly weapon's assaults), 
had a history of work-related accidents, sick leave his
tory, history of complaints, activity level when compared 
with peers, frequency of bringing Resisting Arrest and 
Obstructing charges, frequency of court appearances on 
misdemeanors (the latter three areas in comparison to 
what his/her peers experience in the same kind of assign
ment), whether the officer is working at a second job 
(i.e., moonlighting) and, if so, for how long. 

Evaluation of work history and current work situation 
depends, in large measure, upon the psychologist's know
ledge of various duties associated with law enforcement 
work. There is no substitute for first hand knowledge of 
what is required in a particular law enforcement assign
ment. Again, it can be very useful for the psychologist 
to actually observe the officer who is being evaluated 
while he/she performs duties. This kind of observation 
should allow for more accurate prediction of fitness 
related issues as well as the development of more useful 
treatment approaches when there are job related prob
lems. 

Decision Making and Recommendations 

When analyzing data in preparation for SUbmitting a 
written report, it is well to bear in mind that most law 
enforcement agencies tend to place all reports regarding 
an individual officer in his/her personnel file in per
petuity. Unfortunately, psychological reports left in a 
personnel file can be used in variety of inappropriate 
ways. For example, a law suit can result in a subpoena 
for personnel files and very old pyschological report can 
be used to discredit an officer well after the problems or 
difficulties mentioned in the report have long since been 
resolved. Further, the original report was probably never 
intended to be placed in a general personnel file but rather 
to assist the department in decision making over the short 
tenn. Most psychological reports seem to have limited 
value after one to two years. Clearly, it is a questionable 
practice to place them in a personnel folder. Another 
difficulty associated with psychological reports that arc 
placed in department files is that the policies that apply 
to their storage, retention, and accessibility can change 
most dramatically. For these and numerous other reasons 
associated with the storage of files, one is well advised 
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to discuss these kinds of concerns with agency adminis
trators before writing the report. The author prefers to 
write brief reports that answer the referral questions and 
make the necessary recommendations but which do not 
go into the raw data upon which the decisions are based, 
Such a report is typically one to one and one half pages, 
Some agencies for which the author consults insist that 
the psychologist store all such reports after they have 
been read by the administrators who are designated as 
"needing to know" This reduces the file 'storage issues 
for the agency and places them upon the psychologist. 
The author is aWare of instances in Washington State 
where psychologists and psychiatrists have· been ordered 
by the court to present them for examination. In each 
case (thusfar) the mental health professional was able to 
convince the court of the need to maintain confidentiality. 
However, a time may come where one of us will be 
ordered to make a file public. Perhaps that has already 
happened in other states where psychologists work with 
law enforcement agencies. Perhaps a word to the wise 
is sufficient. 

In tenns of the actual decision making process, one 
draws, of course, on one's knowledge of the job, the 
specifics of the evaluation, and the options available 
within the agency. This latter area includes the possibility 
of light duty assignments, time off on vacation and/or 
disability, the willingness and ability of the agency to 
assist the ofrker through training or re-training. (It is 
often believed that public agencies are financially well 
endowed. Unfortunately, many law enforcement agen
cies, especially the smaller ones, are quite limited finan
cially and lacking in options. There are also manning 
requirements that can preclude an agency from giving 
time off or light duty to an officer.) It is well to know 
the agency's limitations before writing a report. Impos
sible recommendations may not serve any useful purpose 
for the agency or the officer. 

Perhaps it goes without saying that a psychological 
report should be written in language that can be under
stood by the agency and the officer. Law enforcement 
officials tend to be practical people who want to know 
what to do and how to go about doing it. Our theories 
and diagnostic terms are often confusing. It is the author's 
experience that brief reports written clearly and directly 
to the point (Ire the most useful to all concerned. 

Treating the Officer Subsequent to Evaluating Himl 
Hct' 

The author has treated approximately 1300 law 
enforcement officers. The greatest majority of these indi
vidual came into treatment under conditions where they 
chose to do so and were not directed to do so by their 



employers. Again, in such cases the usual confidentiality 
conditions exist as for any outpatient psychotherapy 
patient in Washington state. However, there have been 
some occasions subsequent to a directed referral where 
the author has recommended that the officer be required 
to complete a course of treatment. These situations have 
occurred when it was the author's opinion that the officer 
was significantly disturbed or represented a risk for acting 
inappropriately on the job. Often the recommendation 
for required treatment was made in conjunction with 
recommendations for time off from duty, or light duty, 
or transfer to a more appropriate assignment. 

When an officer is removed from duty for psycholog
ical reasons, it seems wise for the agency to have a policy 
that requires that he/she tum in the department issued 
weapon(s) and identification. While it is very distressing 
for the officer when thi~ occurs, this blow can be softened 
by virtue of there being a policy that requires it and not 
making each such situation a matter of discretion. 

Many mental health professionals pull back from the 
idea that they can treat an individual who is "forced" to 
be in therapy. We all recognize the value of the indi
vidual's freedom of choice is choosing to be a client. 
However, it is the author'S experience that officers who 
have been required to enter treatment can benefit signific
antly despite the coercive nature of the requirement that 
they be in therapy. Perhaps the motivation for keeping 
their job is at the basis of their being able to accept 
treatment and make valuable changes. Perhaps the careful 
structuring of the staff role before and during the evalu
ation process allows the officer to utilize directed therapy 
to advantage. The explanation is not entirely clear. How
ever, the results of treating more than 50 officers required 
by their agencies to be in treatment with the author have 
been overwhelmingly positive. 

When an officer is required to be in treatment, there 
are limits to the confidentiality that can be offered. Once 
the agency requires treatment, there are needs to see that 
the officer is complying by coming to the sessions and 
remaining in treatment until the therapist feels that 
maximum benefit has been achieved. The author typically 
provides information only in those two areas and speci
I1cally does NOT provide information with reference to 
the specil1cs of treatment nor what is actually being dis
cussed. Most oft1cers can accept the agency's needs for 
feedback as to attendace and termination of required treat· 
ment and are able to enter easily into treatment. 

There are times when administrators, supervisors, and 
peers seck to determine "how things arc going" for a 
particular officer known to be in treatment. It is the 
author's experience that it is pUlticularly important to be 
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especially careful to maintain confidentiality under these 
kinds of circumstances. Law enforcement agencies are 
notorious rumor mills and whatever is know by any par
ticular individual about another officer is sure to make 
the rounds in no more that 16 hours. It is particularly 
distressing to face an officer in treatment when he is 
being victimized by the "rumor mill." We should bend 
every effort to avoid idle chatter about our clients even 
to (perhaps ESPECIALLY to) those fellow oft1cers who 
seem to genuinely care what is going on. Nothing is more 
potentially destructive to the psychotherapy process with 
law enforcement officers than to feel their privacy 
threatened. r make it a practice to respond to such 
inquiries by saying that it is illegal for me to make any 
comment about anyone who mayor may not be a p~tient 
of mine. 

Perhaps a few words about therapy with law enforce
ment officers are indicated. The kinds of problems the 
author has dealt with in treating officers are within the 
range of those to be expected in any mental health prac
tice. The major difference observed is that officers, on 
the average, represent short term therapy cases. That is, 
they manage their psychological problems, on the aver
age, more quickly than do other patients the author treats 
from a variety of other occupations. Further, the author 
has found his therapeutic skills to be more than adequately 
taxed in terms of methods, techniques, creativity, etc. It 
seems most important to maintain an up to date know
ledge of methods for dealing with occupational stress, 
for managing crises, and for assisting in management 
and supervisory issues. Often, the most significant 
therapy is accomplished by advising management in how 
to effectively deal with an officer. The author remembers 
a case where an officer with a lengthy history of com
plaints relating to verbal abuse and attitude problems 
with the public was told by his supervisor, "You better 
shape up your act and r don't want you to cut back on 
your activity level just because you are in trouble." This 
high activity officer was in a significant double bind. He 
had to keep up his number of citizen contacts and, at the 
same time, get them to stop complaining about him. This 
was, in the author's opinion, virtually impossible. One 
of the recommendations was that the ofl1cer should be 
REQUIRED to reduce his activity level by at least one
half so that he could reflect on each contact to assess 
how well he had done, his feelings at the time, etc. Had 
he not been allowed to do that, his therapy would have 
been pUllctuated by additional complaints and, eventu
ally, his termination. 

This paper has directed itself to the discLlssion of SOll1e 
of the issues that come to the fore when a police 
psychologist accepts a "directed" referral from a police 



agency. It is hoped that the infonnation herein will assist 
as a stimulus with reference to managing these difficult 
kinds of referrals and avoiding the numerous pitfalls that 

can occur with such referral. The author welcomes com
ments and suggestions for other case management 
approaches in such cases. 
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A §TATEWIDE POLICE PSYCHOLOGY PROGRAM: 
GUIDELINES FOR DEVELOPMENT 

\ 

James T. Chandler, Ph.D. 

INTRODUCTION 

There are probably as many designs for a Police 
Psychology Program as there are police psychologists. 
Each police psychologist will also vary in his program 
design for each police agency in the same manner that 
he varies in his approach to treating individuals in 
psychotherapy. 

The present article will attempt to describe how one 
police psychologist initiated and developed a police 
psychology program in a Midwestern department of 
approximately 3200 employees. The department services 
a state 385 miles long and 218 miles wide containing a 
population of about 11 million people. 

DEPARTMENT HISTORY AND ORGANIZATION 

In 1970, the Illinois Department of Public Safety was 
reorganized and two departments were created, the 
Department of Law Enforcement and the Department of 
Corrections. Today, the Department of Law Enforcement 
(OLE) provides a full spectrum of direct and supportive 
law enforcement services to Illinois citizens and local 
law enforcement agencies throughout the State. These 
services include such major area as traditional traffic 
patrol, scientific support and assistance, a full range of 
investigative activities, and the investigation of illegal 
toxic waste dump sites and dumping. Figure I illustrates 
the organizational structure of the Department of Law 
Enforcement as it exists today. Working out of the Office 
of the Director are relatively small units involved in Affir
mative Action, Intemal Auditing, Psychological Ser
vices, Legislative Liaison, Legal Matters and Public 
InFormation. Also working out of the Director's Office, 
but with much larger staffs, are the Office of Professional 
Standards (the Department's internal investigation arm) 
and the Office of Training. 

The Office of Training, consisting of about 55 people, 
administers most training endeavors for the Department 
of Law Enforcement, as well as providing for various 
law enforcement- oriented training to local and other state 
agencies at the Training Academy and elsewhere. 

The Merit Board exercises jurisdiction over the certifi
cation for appointment, promotion, discipline, removal, 
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demotion, and suspension of those appointed as Depart
ment of Law Enforcement officers. 

The Division of State Police, consisting of about 2, 110 
individuals, is directed by a Superintendent. Besides pro
viding general patrol services throughout the State, the 
Division provides highly specialized services though such 
units as Executive Security, Air Operations, Overweight 
Vehicle Enforcement and a Hazardous Materials Seclion. 

The Division of Criminal Investigation, consisting of 
about 415 individuals, is directed by a Deputy Director. 
In addition to providing general investigative services on 
a statewide basis, there are specific units for areas such 
as race track investigation, criminal intelligence, finan
cial fraud and forgery and metropolitan enforcement 
groups, 

The Division of Support Services, consisting of about 
335 people, is directed by a Deputy Director. This Divi
sion operates seven crime laboratories throughout the 
State; provides crime scene services; and maintains a 
large Identification Bureau which monitors such prog
rams as the Computerized Criminal History (CCH) prog
ram, the Firearms Owners Identification program, and 
the Illinois Uniform Crime Reporting program. 

Also headed by a Deputy Director is the Division of 
Administration, which contains about 235 individuals. 
As the name implies, this Division provides administra
tive support to the rest of the Department. It provides 
planning and development, data processing, personnel, 
fiscal management and logistics services. 

The Division of Internal Investigation, consisting of 
about 25 individuals, is headed by a Deputy Director. 
This Division investigates criminal allegations against 
officers and employees of each executive branch depart
ment, agency, board, or commission under the Gover
nor's jurisdi.ction. 

The Illirlois Department of Law Enforcement, then, 
consists of over 3,000 individuals, 60% of whom are 
sworn. 

THE BIRTH OF THE OFFICE 

For some years, particularly after the establishment of 
a Chicago Police Department Counseling Program in the 
1970's, discussions were held in our Personnel Bureau 



and in other sections of the Department concerning the 
need for counseling services. In 1980, and Ad Hoc 
Psychological Services Committee was formed to for
mally work on the issue. 

This Ad Hoc Committee developed a Long Range 
Planning Project Proposal which would establish the job
related stress program. The proposal had two goals. One 
was to get the Department to recognize stress and its 
factors, causes, extent, and effects; the other was to 
develop a program that would fit the Department's needs 
in combating and assisting those who were suffering from 
stress. Part of the Long Range Proposal involved the 
need to develop confidential counseling for Department 
employees and their families by way of a staff 
psychologist, and also to institute psychological 
screening of all new recruits. The proposal was adopted 
and the process of finding and hiring a police psychologist 
began. The process was completed with my selection 
and arrival at the Department in the middle of January, 
1981. 

TRADE·OFFS 

In the establishment of new programs, it is my opinion 
that there are basically two styles used. One style, more 
likely used by the theoretical (introverted?) police 
psychologist, involves a heavy emphasis on structure, 
research and low risk, and basically involves an attempt 
not to start a program until most of the "t's" are crossed 
and "i's" dotted. It also involves very definite ideas about 
how the program should develop over time. As a reader 
will soon note, I come from a different school - a prac
tical (extroverted?) high risk approach in which the motto 
is, "Leap first and then look frantically for a landing 
place." The same two themes can be found to exist in 
the management of any large police department. Some 
of the managers will be insisting that the program should 
be started with the "bugs" worked out along the way, 
while others will be insisting that a successful program 
will only result if its initiation occurs after careful and 
detailed planning. Whichever approach you use, you will 
have to deal with those who believe in the opposite 
approach. 

My arrival at the Department had kind of a "good 
news. bad news" flavor. The good news included a state
ment by the Department Director to, "Take a year to find 
out what your job is," and by surprisingly warm support 
from Department administrators and the Federation of 
Police OtTicers. The bad news was, because of financial 
conditions of the State and the Department, r could not 
be immediately given an ofilce and a secretary separate 
from the rest of the Department. I temporarily took up 
offices in our Training Academy. While these few months 
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at the Academy provided an excellent opportunity for 
me to gain knowledge about the Department and its per
sonnel, major problems in the area of privacy and confi
dentiality arose. In addition, it created confusion in the 
minds of the employees concerning my placement in the 
organizational chart. 

In any event, within a few months the basic elements 
for a satisfactory Office of Psychological Services were 
in place. Offices were found in a State Regional Office 
Building, which contained no other law enforcement per
sonnel and which had a relatively private entrance. It 
was at this point that I obtained my own secretary. We 
began to solve our logistics problems by a combination 
of buying and borrowing equipment and supplies. A suit· 
able automobile, not easily recognized as a police vehicle, 
was issued to me, and over the year's time we developed 
a police radio configuration which provided good com
munications anywhere in the State. Other necessary items 
such as a pager and armor were obtained. Many other 
services of the Department were available to me, such 
as the use of Departmental aircraft for emergency 
response. 

As a part of the long range planning process and in 
order to provide the Office with a source of advice, a 
Psychological Services Task Force was formed. The Task 
Force members were selected in a manner which should 
allow for representation across such areas as Division, 
sex, race, rank, and special interest. 

I began servicing the Department from the day I 
arrived, but avoided a written definition of my services 
for some time. By July of 1981, the program of the 
Office of Psychological Services was structured suffi· 
ciently fol' a Department directive to be issued conceming 
the service. 

That directive, shown below, remains essentially the 
same today as when originally published. It is the basic 
guideline for the Department psychological services. 

PER 25 PSYCHOLOGICAL SERVICES 
PROGRAM 

25·J PURPOSE 

The purpose of this directive is to provide information 
relating to Psychological Services available to all 
employees of the Department of Law Enforcement. 

25·2 POLICY 

It is the policy of the Department of provide a com· 
prehensive program of psychological services, including 
a confidential source for assistance to employees in times 
of stress. 



25-3 OBJEC11VES 

The objective of the Department's Psychological Ser
vices Program are to: 
(a) Provide assistance to employees (and their families) 
when their well-being and productivity have been sig
nificantly affected in a harmful manner by vocational 
stress. A primary responsibility will be to assist 
employees through traumatic psychological incidents 
such as shootings, accidents, deaths in the immediate 
family, etc. 
(b) lncrease individual knowledge and skills concerning 
mental hygiene as it relates to personal and social con
duct. 
(c) Conduct studies in the areas of stress effects and stress 
relief methods throughout the Department to enhance the 
mental hygiene of all personnel and to develop selection 
techniques. 
(d) Provide consultation regarding human behavior to 
Department personnel in such areas as hostage negotia
tion, suspect profile development, death calls, the hand
ling of emotionally or mentally ill individuals and disaster 
situations. 

25-4 PROCEDURES 

Persons in need of psychological services can contact 
the Office of Psychological Services at Room J44, State 
Regional Officer Building, 4500 South 6th Street Road, 
Springfield, Illinois 62706, at 2171786-6071. Messages 
may be left with or without name identitiers, The depart
ment Psychologist will make reasonable efforts to be 
available on call 24 hours per day. Office hours are 8 
a.m. to 4 p.m. on regular working days. Emergency 
contact can be made when the Office is closed through 
the services of a professional answering service at the 
same telephone number. 

25-5 PRIVACY AND CONFIDENTIALITY 

The Office of Psychological Services will maintain 
strict standards of privacy and confidentiality. It must be 
remembered, however, that confidentiality has legal 
limits and cannot be maintained in certain cases involving 
danger to the client or to others. 

25-6 VOLUNTARY PAR'f'ICIPA710N 

(a) A Department employee who voluntarily approaches 
the Officc of Psychological Services for aid will become 
a "client of record," and information about such contacts 
can only be released to persons inside or outside of the 
Department by virtue of completion of a Psychological 
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Services Release of Information Form signed by the 
client. 
(b) The Department shall not request or require the office 
of Psychological Services to furnish information which 
results from voluntary participation in the program. 

25-7 MANDATORY PARTICIPATION 

(a) If, in the opinion of a supervisor, actions of an 
employee indicate that counseling assistance is needed 
from the program, the employee may be encouraged to 
voluntarily seek the service. If the employee refuses or 
if a serious performance problem is evident, the con
cerned supervisor may request the appropriate Deputy 
Director/Superintendent to determine, in consultation 
with the Psychological Services Administrator, the 
appropriateness of mandatory referral into the program. 
(b) If mandatory participation is deemed appropriate, the 
directing Deputy Director/Superintendent will advise the 
employee via memorandum of the circumstance that 
prompted the action and the appointment date, time and 
location. 
(c) A Department employee who is directed to contact 
the Office of Psychological Services for evaluation of 
emotional state will not be considered a "client of record," 
since the client is the Deputy Director/Superintendent. 
The evaluation report will be submitted to the Deputy 
Director/Superintendent in a confidential manner, and 
the contents of the report can only be released to the 
person evaluated or to others if the Release of Information 
Form is executed by the Deputy Director/Superintendent. 
(d) If an employee is ordered to contact the Office of 
Psychological Services for evaluation, and for allY reason 
prefers not to be evaluated by the Psychological Services 
staff, the employee can: 

(1) Request the official list of psychiatrists or 
psychologists outside of the Department who have 
been deemed competent by the Office of Psychological 
Services, and notify the Office of the professional 
chosen. 
(2) Propose the name of a psychiatrist or psychologist 
for possible addition to the approved list. 
(3) All reports from outside consultants will be for
warded to the Office of Psychological Services so that 
results can be interpreted to the directing authority. 

25·8 SHOOTING AND OTHER TRAUMATIC INCI
DENTS 

(a) When an employee is involved in a shooting or other 
such incident of a traumatic nature, the concerned Com
mander shull advise the Office of Psychological Services 



of the incident as soon as possible. 
(1) If the Commander is uncertain about the possible 
adverse impact of an incident on the employee, the 
Commander will arrange for the employee to talk to 
the Psychological Services staff, in person or by tele
phone, as soon as practical after the incident. Such 
"arranging" is intended to remove any hesitancy on 
the part of the employee and any "stigma" the 
employee thinks might attach to his discllssion with 
a psychologist. Such "arrangement" is considered 
"volulltary" for purpose of privacy and confidential
ity. 

(b) Continuation of normal duty and schedule of the 
involved employee or a change in the employee's status, 
such as temporary relieved from duty with pay, temporary 
reassignment, or return to duty after temporary relief 
should be decided by the concerned Deputy Director! 
Superintendent based on consultation with the Office of 
Psychological Services. This wi!! occur normally after 
the Psychologist has talked in person or by telephone 
with the involved employee. 

25-9 EMERGENCY REMOVAL FROM DUTY 

A Psychologist shall have the authority to temporarily 
relieve an employee from duty with pay if, in his opinion, 
an employee's mental status would be otherwise severely 
damaged, or if the employee is determined to be 
dangerous to himself or others. The Psychologist will 
then immediately contact the concerned Deputy Director! 
Superintendent or higher Departmental authority to 
further resolve the issue. 

25-10 PR10RITY 

The Office of Psychological Services will respond to 
requests for assistance on the basis of the following 
priorities: 
(a) Priority One: Traumatic incidents, stich as shootings, 
deaths of Department of Law Enforcement employees, 
emotional "breaks" of Department of Law Enforcement 
employees, hostage situations, riots, and plane crashes. 
(b) Priority Two: Voluntary or mandatory consultations 
to Department of Law Enforcement employees or 
immediate families, such as marriage counseling, 
problem drinking, illness counseling, or other life adjust
ment situations. 
(c) Priority Threc: All other aspects of police psychology, 
such as consultation on ongoing cases of the Department, 
advice about personnel management, evaluations of can· 
didates, teaching or tesearch. 
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25-/1 REPORTING AND RECORDS 

It is the responsibility of the Psychological Service 
Administrator to submit to the Director of the Department 
of Law Enforcement such statistical reports that are 
deemed necessary for evaluation purposes. Such reports 
are not to violate confidentiality and will not contain 
personal identifiers or other information so as to make 
individual identification possible. 
(a) The Office of Psychological Services will be custodian 
of all psychiatric or psychological reports forwarded to 
the Department, in order that such reports be interpreted 
properly and be afforded proper legal and professional 
control. 

25-12 COSTS 

(a) The direct services of the Office of Psychological 
Services are free to all Department employees and their 
immediate families. 
(b) The cost of using a professional from the ofticiallist 
will be borne by the Department, if such use is for an 
evaluation required by the Department, and if such use 
is first approved by Office of Psychological Services. 
(c) The costs of all other mental health services outside 
of the Departmunt will be borne by the employee 
involved. 

1n many areas the directive is purposely open-ended 
so that new services and directions can be pursued without 
a constant need to revise the directive. A professional, 
private answering service was chosen so as to avoid the 
confidentiality problems caused by the use of State or 
Departmental answering services. 

Section 25-6, of the directive specifically states that 
the Department "shall not request or require" that my 
Office provide information resulting from voluntary par
ticipation. In working in a large state organization, it is 
important that such statements are agreed to, "signed off' 
by management and become widely publicized. 

Since the inception of the program, we have made a 
change in the mandatory participation area in that al\ 
mandatories are conducted by police psychologists out
side of the Department, although the process is monitored 
by the Office of Psychological Services. 

In the area of shootings and other traumatic incidents, 
we have purposely left the definition of "traumatic inci
dent" ruther vague, and over time commanders and other 
managers have developed a "reel" for the kind of prob
lems necessitating contact with our Office. I clearly am 
suggesting that written guidelines concerning police 
psychology services, especially in a large agency, be 
developed in a relativcly nonspecific manner. 



PROGRAM GROWTH 

The program was initiated in January, 19S1 and by 
the end of that year, over 100 individuals were seen as 
individual cases. There were over ISO consultations to 
administrators and other training administered to over 
1200 individuals. In addition, several research projects 
were initiated. 

By the end of 19SI, the Psychological Services Task 
Force had forwarded to the Personnel Subcommittee of 
our Long Range Planning Committee and Action Plan 
for Long Range Planning. The basic plans for achieving 
goals in logistics, increased staff, program evaluation 
and other areas were submitted to and approved by the 
Long Range Planning Committee. This step of going 
through the Long Range Planning process helped the 
Office of Psychological Services to become a fully integ
rated and better understood program. It also provided a 
structured approach and means of obtaining necessary 
improvements for the Office. 

By the end of 1981, I was traveling approximately 
1500 miles a month (it's a big state), and it was apparent 
that the workload was more than cou ld be handled by 
one police psychologist and secretary. At the end of the 
first year, the difference in ~rceptions about the program 
for those in the Department had become clear. Some saw 
me only in an Employee Assistance role and among those, 
.~um~ focused on the broad-brush counseling approach, 
Nhile others focused on an alcohol abuse program. Others 

SilW me in more academic role, such as in training and 
research. Still others approached me for aid in investiga
tive functions. such as investigations concerning mental 
hospitals or in the profile development of murder sus
pects. Finally, many began to use me in a management 
consultant role. especially in those areas concerning dis
cipline. 

As of this date. the program has expanded to the point 
where there are two fUll-time inhouse psychologists, with 
steps under way to hire one more police psychologist 
and additional clerical staff. The acquisition of an 1MB 
PC XT Personal Compllter tied into our Departmental 
mainframe will hopefully aid us in handling our rapidly 
developing workload. By the end of this year, we expect 
to see over 600 individuals for individual evaluation or 
counseling. We arc experiencing a 40% increase in con
sultations from year to year and u large increase in indi
viduals trained from one year to the next. 

What have we learned after three years? For a state 
law enforcement agency of our size, we have come to 
expect between 5 and 10 mandatory referrals per year. 
We expect to sec 60 males in individual counseling for 
evcry 40 fcmales. In direct counseling Rituations. we 

expect about 60% of our clients to be in sworn status, 
20% to be civilian employee of the Department and 20% 
to be dependents. The average time spent on individual 
evaluation or counseling per individual amounts to about 
3.6 hours. 

In terms of DSM III categories, about 30% of the cases 
over a three year period involved Non-Mental Disorder 
conditions called "problems of living," such as marriage 
problems between normal individuals. About 10% of our 
cases involve Adjustment Disorders of various kinds, 
and another 10% include Personality Disorders. Over the 
three years of our program, we have assigned approxi
mately 20 different diagnostic categories listed in DSM 
m. 

Over the three year period, reviews of month by month 
statistics show no particular trends and we expect that 
such a trend may never appear. There simply do no seem 
to be "light" or "heavy" months which we can use for 
planning. Unpredictable factors, such as sudden requests 
for selection, hostage situations, plane crashes, etc., 
makes the prediction of a particular load per month 
extremely difficult. 

Our consultation to administrators and others continues 
to grow as a popular service. Approximately 10% of our 
consultations are now to departments outside of the 
Department of Law Enforcement, which are primarily 
law enforcement arms of other state departments, such 
as Conservation Law Enforcement or Secretary of State 
Police. Traumatic incident responses by our Office are 
occurring at a frequency of about twice a month. They 
are quite disruptive to normal office routine, since it often 
involves counseling clients or training sessions and 
depending upon the situation, such as a plane crash, can 
use up to three days of a police psychologist's time. 
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The Office of Psychological Services has taken the 
lead in establishing a Police Psychology Academy in 
Illinois. In connection with the IlJinois Association of 
Chiefs of Police, we have organized two day-long training 
sessions for police psychologists, police chaplains, police 
social workers and others in order to advam:e the science 
and art of police psychology and related mental health 
areas. 

One of our research projects involves the use of the 
Inwald Personality Inventory and the Minnesota Mul
tiphasic Personality Inventory. We initiated the formation 
of a Hostage Negotiation Committee, which is currently 
completing directive.s, procedures and polices necessary 
to insure a reasonable and modem approach for the 
Department in such situations. We have actively become 
involved in changing the Department Medical Duty 
guidelines, and are active members of the Medical 
Review Board. Finally, we have involved ourselves in 



changing the job description (class specification) of our 
professionals and now work under the titles of Law 
Enforcement Chief Psychologist and Law Enforcement 
Psychologist. 

THE DIMENSIONS OF OUR OFFICE 

What are the dimensions of the Office of Psychological 
Services at this date? Generally, we are available on-calI 
to anyone in the Department who requests service. Our 
role is largely determined by the kinds of problems that 
arise within the organization. In practice, we find ourse
lves shifting and modifying our frame of reference to 
accommodate various requests for service. This has led 
to a spiraling process of expansion to roles that some 
police psychologists might perceive as beyond the legiti
mate role of a police psychologist. One might ask if we 
are primarily a mental health agency, a social change 
agency, a group of organizational staff specialists, or are 
we in some other category? We expect those questions 
to be answered on a day by day and year by year basis 
and it is probable that we will always be in relative state 
of l1ex and change. 
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Finally, if I may give advice to anyone wishing to start 
a police psychology program in a large state law enforce
ment agency, 1 would suggest: 

I. Take six months to a year to find out where 
you are needed and only then commit yourself 
in writing to a program. 
2. When you do commit yourself in writing, 
avoid detail and keep documents generally 
open-ended. 
3. Do not assume that divorce, suicide, 
alcohol abuse and other statistics gathered in 
other areas will apply to your Department. 
They certainly did not to ours. 
4. Develop a "broad-brush" program and not 
one which focuses on specific interests or 
areas such as research, alcohol abuse, selec
tion, or marriage problems. 
5. Finally, we should all keep firmly in mind 
the fact that police psychology on a statewide 
basis is in a relatively infant state which 
requires us to move cautiously in promoting 
guidelines for further growth. 



I'OPTIMAL HEA~TH SERVICES: 
A WELLNESS APPROACH TO HEALTH MANAGEMENT 

FOR INDIANAPOLIS POL~CE OFFICERS 

Frank J. Connolly 
Clinical Psychologist 

Stephen R. Band, Ph.D. 
Special Agent, FBI 

INTRODUCTION 

During the past decade, a spotlight has been focused 
on the impact that stress has on the quality of life in 
western civilianization. Publications ranging from the 
New England Journal of Medicine to the National En
quirer have devoted substantial percentages of their avail
able space to catalog the physiological and psychological 
sources of stress, its dilatorious effects, its coping 
strategies, and "at risk" groups. Police officers are inevit
ably high on the hit parade when we make up lists of 
high stress occupatior;". There are so many obvious 
sources of stress inherent to police work (physical danger; 
modest pay; the discipline of a para-military organization; 
the necessity of interacting with frightened, angry, desp
erate and/or defeated individuals on a regular basis; a 
typical working hours and conditions; etc.) that it is easy 
to overlook some additional significant stressors that have 
been added to the policeman's life over the past twenty 
or so years. 

Prior to the Korean War and even as recently as 1960, 
it was reasonable to stereotype police officers in most 
parts of the country as second or third generation police 
who were males with an anglo-saxon background and a 
high school education. They operated under both a formal 
and informal set of general orders. The informal orders 
distinguished between the veniality of a free lunch at the 
local diner, a few ounces of whiskey in a tea cup, or 
Christmas presents from local merchants as opposed to 
hard money from felons. The informal guidelines recog
nized the necessity of "thumping heads" and "kicking 
ass" to the expedient preservation of law and order. Be
longing to the right political party, having a powerful 
"rabbi", and occasionally making an "unsolicited" polit
ical contribution were lime honored paths to promotions. 
Above all, police work was a brotherhood. Membership 
in the fraternity was a prerequisite to survival, and the 
dues paid include unswerving loyalty to fellow officers. 
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As with most fraternities, membership and gqod standing 
depended upon enthusiastic identification with the value 
system of the group, and the uniqueness of the group as 
compared to the rest of the world was significantly under
scored. For thousands of years, membership in an elite 
group has been a significant morale booster and has 
helped individuals to cope better with adversity, to bolster 
their own self-esteem, and even to take pride in the sac
rifices demanded by such memberships. 

This stereotype has been changing dramatically in met
ropolitan police departments during the past few decades. 
Technology and mobility have eradicated the multi-gen
eration familiarity where the cop on the beat knew you 
when you were a kid and your father knew him when he 
was one. Indeed, tight municipal budgets and technology 
have eradicated the beat cop and put him in a single man 
patrol car. The 1960's spawned an irrational antipathy 
towards authority in general, and police forces across the 
country were primary targets and felt, with some justifi
cation, that all too often others in authority were happy 
to watch them take the heat. Single man patrol cars, team 
policing, and fixed shifts combined to make it extremely 
difficult for a policeman to personally know all of his 
fellow officers. The Warren Court, the Miranda Decision, 
an adversarial stance from the news media and the ACLU, 
and a myriad of other factors left many policemen feeling 
that their guns had been unloaded, that they had been 
shackled with their own handcuffs, and that the very 
people they were trying to protect would trip them if they 
were at risk of capturing a criminal in spite of these 
handicaps. Merit systems for promotions focused on at
tempts at establishing objective and measurable criteria. 
These changes were mandated as the result of legal chal
lenges to the old systems and resulted in the introduction 
of a bewildering array of objective tests and structured 
interviews. This added to an officer's confusion and frust
ration. If they felt that the old promotion system was 
corrupts, at least they understood it. To many, the final 



outrage came when they were told they could no longer 
select their own fraternity brothers. Affirmative action 
programs and consent decrees mandated that blacks, 
women, and hispanics have proportional representations 
on police departments. A college education became a 
point in one's favor, and when a man with military experi
ence did apply, he was more often than not indifferent 
to, if not actively disparaging of, his military career. 
This was especially true if he was a veteran of Vietnam 
rather than Korea. 

The metropolitan police officer of 1985 must contend 
with a vastly different set of circumstances than his father 
or grandfather faced when they were on the force. He 
no longer gets the exercise they got walking the beat. 
Instead, he must sit in an overheated police car, removed 
from the normal human contact that they enjoyed. The 
preponderance of his workday interchanges with others 
are restricted to radio traffic, coffee with other officers, 
or primarily adversarial encounters with victims, witnes
ses, or suspects. He often feels bewildered or intimidated 
by the laws which he has tried to enforce, vulnerable to 
losses and public censure, and burdened by a bucketful 
of responsibility and a thimbleful of authority. He no 
longer has the same feeling of fraternity and pride of 
membership in an elite organization. 

None of this is to say that being a police officer is a 
terrible job. Most large departments still have thirty ap
plicants for every position they till, and career changes 
among police officers continue to be extremely rare. The 
point is if we are attempting to help officers cope well 
with the stress in their lives, we need to address ourselves 
to these new stressors as well as the traditional ones. 

CURRENT PROGRAMS AND APPROACHES 

The majority of metropolitan police departments today 
are expending considerable money and energy in an effort 
to reduce the adverse impact of stress on officers, both 
for the sake of their own sworn personnel as well as in 
the interest of public safety and efficiency. These efforts 
begin with the screening of applicants. Uniformly, de
partments evaluate applicants with regard to their physical 
health, their physical conditioning, their emotional stabil
ity, their aptitude and intelligence, their education, and 
their fiscal responsibility. Community safety and security 
have come to depend increasingly on the quality of police 
personnel. This rising demand for quality crime preven
tion has increased the pressure and stress associated with 
the role of modern police. Consequently, police officers' 
ability to cope with stress and related health issues have 
become a concern 0 flaw enforcement and health care 
professionals. Police administrators have sought consul
tants in medicine, behavioral science and related fields 
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who can develop programs with police officers to help 
them successfully survive their occupation throughout an 
entire career. 

Selection, training, and ongoing career assessment of 
police officers have correspondingly increased in com
plexity and expense. It has been found that the police 
officers who can cope with the kind of stress specifically 
related to the police occupation will probably provide 
the best community service. Tradition'al police recruit
ment criteria have emphasized capability to cope with 
the immediate stress of the police environment. However, 
this emphasis has neglected recruits' capacity to cope 
with the long run emotional effects of years of a uniquely 
stressful lifestyle. Thus, it is beneficial not only for the 
community as a whole, but also for the individual police 
officer, to isolate and recruit for those personality qual
ities most adaptive to coping with the particular kind of 
stress found in day-to-day police work. This would con
tribute to the safety of the general popUlation by the most 
efficient utilization of expensively trained manpower. It 
would also reduce the introduction of well-meaning re
cruits into social roles to which they are relatively un
suited. Given the very large applicant pool from which 
Departments select, it should be no surprise to learn that 
police officers as a group are well above the national 
average on all of the aforementioned criteria when they 
are hired 

During their training, rookies are exposed to lectures 
on nutrition, exercise, and psychological strategies for 
coping with stress. In addition, departments attempt to 
address the unique social and family problems encoun
tered by police officers, and some even devote time to 
budgeting and financial considerations as well as the 
constructive use of recreational and social time. While 
such efforts are commendable, they often are made with 
a population that is still a number of years away from 
experiencing the problems being discussed and whose 
members are, therefore, not likely to remember the details 
when they encounter these issues five years down the 
road. 

Some departments offer in-services to veteran officers 
in these same areas, but in-service time is valuable, and 
only very limited amounts of it can be allocated to such 
projects. Many departments have gymnasium facilities 
for physical conditioning which are available to all of 
their officers, and some even them to the families of 
sworn personnel. Yearly physicals and minimum stan
dards are also utilized in an effort to identify "at risk" 
officers. These programs constitute the vast majority of 
the preventative approaches to stress management. 

For the ofticer who becomes dysfunctional as a result 
of physical or emotional factors, many departments have 
far more elaborate alternatives. These include medical 



insurance to cover in-patient care treatment as well as 
partial or full programs for out-patient care. Very 
generous and at times exorbitant sick leave benefits are 
common. The services offull time chaplains are available 
in practically all large departments. Peer counseling prog
rams (especially in the areas of substance abuse and reac
tion to police action shootings) are often endorsed and 
sponsored. Other officers and their spouses frequently 
volunteer time and material help to policemen and their 
families who are in trouble. Some departments contract 
with physicians and mental health professionals to pro
vide services to officers with physical or emotional dif
ficulties above and beyond what standard medical insur
ance would cover. 

It would seem, then, that most departments have been 
conscientious, and some even extraordinarily generous, 
in their efforts to assist officers in crisis. In spite of this 
police departments are faced with the fact that the inci
dences of heart attack, stroke, alcoholism, bankrupt;::y, 
mental illness, divorce, and suicide remain far too high 
among police officers. They are a population of indi
viduals who enter their career well above average in 
physical health and conditioning, education, aptitude and 
intelligence, emotional stability, and fiscal and social 
responsibility. 

The Next Step: An Inter-Disciplinary Approach to 
Prevention 

It doesn't seem likely that different or more expensive 
efforts to treat officers already in crisis will substantially 
improve the lot of Indianapolis police officers. We hope 
to make inroads by assisting officers who accept and 
welcome the responsibility for achieving and maintaining 
their own good health throughout their careers in a 
stressful occupation. The major determinants of heal th
nutrition, physical exercise, and mental attitude-are not 
treatable by someone else but must be self-determined. 
In order for us to assist officers interested in utilizing 
their own resources for good health and thus gain better 
control of their lives. several factors are critical. Our 
primary consideration will be that of the officer/patient's 
privacy-our promise of confidentiality is the foundation 
of our entire effort. No information will be released to 
anyone without the written, explicit consent of the officer/ 

. patient. The voluntary effort on the part of the individual 
officer is imperative; a correlate of that is that officers 
need to be rewarded for accepting this kind of responsi
bility for their own health, not punished for failing to 
make the effort. We must utilize a multidisciplinary 
approach, relying on experienced police personnel, com
petent and credible professionals (physicians, chaplains, 
exercise physiologists, nutritionists, financial advisors, 
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mental health professionals, etc.), and, for reasons of 
cost containment as well as public good will, 'volunteer 
groups where appropriate. We must take an integrated 
approach wherein the contributions of one group comple
ment rather than compete with the work of the other 
disciplines. If the program is to be accepted and endorsed 
by officers it must be and open and non-adversarial sys
tems in which they are totally assured of confidentiality. 
Finally, our program must produce verifiable results to 
retain the enthusiasm of both its consumers and its spon
sors. 

As currently conceived, the welIness program (Optimal 
Health Service, OHS), focusing on both physical and 
psychological health. The program would use a variety 
of methods tailored to the individual officer's needs. We 
would begin with yearly meetings with each.individual 
who chooses to participate in this program. Prior to this 
meeting, the office would have supplied us with the fol
lowing data: a log of all food consumed on several diffe
rent type days, e.g., on a working day, a nonworking 
weekend day, and a nonworking weekday; a profile of 
energy expenditure which would match the days of the 
food log; a general exercise pattern; an updated medical 
history form mentioning new illnesses and interventions; 
a summary of personal information regarding financial 
status, spending habits, drinking habits, sexual perfor
mance, mood states, family relationships, job perfor
mance, social relationships, hobbies and use of leisure 
time, career aspirations, retirement plans, etc. All of this 
we will do with due regard to the individual's rights to 
privacy. It needs to be restated here that such records 
would be totalIy confidential. Experience has shown that 
officers are far from reluctant to share such information 
if they are once assured that it is indeed confidential. 
With that data in hand, an officer would then have a 
simple physical examination consisting of a recording of 
height and weight and blood pressure, a testing of visual 
acuity, a determination of body fat using skin calipers, 
hemocult testing of stool for blood, and tonometry at the 
officer's- discretion. «Alternatively, if an officer is 40 
years old (and at five year intervals thereafter), he/she 
would have a more elaborate physical examination which 
would include a chest x-ray, an EKG (exercise EKG 
where appropriate), tests of kidney, liver and other 
metabolic functioning and a thorough examination by a 
physician.)) A "fitness score" would be defined for the 
officer as well as a "performance" score on an agility 
test appropriate for his job. The officer would then have 
the opportunity to sit down with an expert in each of the 
four fields (nutrition, fitness, mental health, physical 
health) in which he has either been tested or gathered 
data and discuss both where he is or he would like to be 
in each of those four areas. 



The purpose of this meeting would be that the officer 
and the OHS personnel could draw up a plan for impro
ving the overall health of the officer which would incor
porate realistic and acceptable goals for the individual 
officer in the forthcoming year (such goals might well 
include an officer sustaining an already quite acceptable 
balance in any of the aforementioned areas.) It would be 
the obligation of the OHS personnel involved to provide 
the officer with specific and reasonable methods for 
arriving at the goals agreed upon and to be available to 
him/her throughout the year for review and new input 

should problems arise. The attainment of these goals 
might involve exercise, weight reduction, changes in 
dietary pattern, voluntary attendance at seminars pro
vided by OHS and/or passing brief tests on infonnation 
provided in those seminars. The point is that the goals 
and the prescription for reaching those goals would be 
individualized to the specific officer involved and would 
be attainable in reasonable increments. Each officer 
would leave his or her annual review with written sugges
tions and a data sheet for his personal physician where 
he/she desires it (refer to Fig. 1). 

The Public Safety Employee's Well ness Program 

I 
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1. Questionnaire 

2. Assessment 

3. Feedback/Discussion 
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The following is a hypothetical presentation of the 
benefits that would be available to officer John Smith 
who is 40 years old, married, father of three and a fifteen 
year veteran of the Indianapolis Police Department. This 
discussion is designed to serve as an outline of the prog
ram's services. 

Initally, Officer Smith would receive a letter from 
Chief McAtee, providing an explanation of the benefits, 
purpose, and policies of the well ness program. This letter 
would reference the staff personnel and services availa
ble. Additional bulletins, brochures, and newsletters 
would further identify program procedures. Chief 
McAtee's letter would emphasize that the wellness con
cept is designed to maximize physical and psychological 
well-being throtlgh voluntary participation in a com
prehensive preventive health c.are program. It also would 
stress that expected benefits of the program include 
improved health, increased longevity, improved job per
formance, and reduced health care (and insurance) costs. 

Next, Officer Smith would be scheduled for a medical 
examination with program professionals. This exam 
would be either a full review with complete laboratory 
tests, or a comprehensive "mini-exam". The type of 
review scheduled would depend on: 1) the medical data 
available on Officer Smith; 2) his general condition; and 
3) the date of his last full exam. The purpose of this 
review would be to document Officer Smith's condition 
and to assist medical professionals in the development 
of an individualized well ness program. All data would 
be provided to Officer Smith's private physician upon 
request. 

Officer Smith would then be notified of the date, time, 
and place of a counseling session with a professional 
health care specialist in each of the following fields: I) 
nutrition, 2) physical fitness, and 3) stress management. 
This session would serve as a formal review of his current 
condition and would include a discussion of his future 
health needs in each area. Officer Smith would be advised 
of specific ser/ices available, and a recommended 
program would be outlined. Segments of the program 
could focus on such areas as nutrition, fitness and exer
cise, stress management, substance abuse, preventive 
health care, etc. Referral services also would be recom
mended, as appropriate. 

In addition to receiving individualized diagnosis and 
recommendations, Officer Smith also would be encour
aged to participate in in-service or roll call training 
relating to available well ness services. He also would be 
advised of voluntary seminars available for him and his 
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family. 
Alternatively, an officer who has already participated 

in the kind of annual review outlined above, who has 
discovered with the aid of the health care professionals 
mentioned above certain changes he would like to make 
in his life with respect to nutrition, physical fitness, and 
stress management techniques, finds that he or she has 
diftlculty implementing the changes he/she would like 
to make. Another visit to an appropriate specialist within 
our system would be designed to "iron out" the concreU 
problems encountered as the officer strives for optima 
health. Again, the emphasis would be on giving back to 
the individual the tools and information he/she needs for 
attaining good health and preventing crisis situations of 
a medical or psychological nature. The individual's 
resources for dealing with difficulties or disc::ase would 
be the focus of our attention and every effort would be 
made to see that he/she could maximize all his/her poten
tial for living in a more healthful, independent, and happy 
way. 

The wellness program will not take the place of existing 
medical services. Instead, it is designed to enhance these 
services. Thus, the program will not alter current con
tracts relating to injuries on-duty, or fitness for duty 
determinations. Rather, the program will focus on pre
ventive health care and voluntary officer participation 
through positive incentives and health education. 

If we accomplish our goals, the departments should 
be able to negotiate a reduction in health insurance pre
miums. They should see a significant and appreciable 
reduction in sick time utilization. They should realize a 
higher level of efficiency and a better level of morale 
from its personnel, although it is acknowledged that this 
would be more difficult to measure since both efficiency 
and morale are multifactorial entities. There should be 
an appreciable reduction in some kinds of injuries and 
the morbidity resulting from substance abuse. In addition, 
the benefits inherent in adopting a more healthful, less 
stressful lifestyle would themselves be reinforcing to the 
individual officer and his/her family. 

An officer's continued good health is critical to the 
departments. For an officer to be healthy he/she must be 
both physically fit and psychologically well adjusted. 
The existence of either physical or psychological illness 
frequently results in personal dissatisfaction and eventu
ally problems for the departments. The physical and 
psychological wellness program is being established to 
encourage officer's well ness through health education 
and the practice of preventive health care. 



RIDING-OBSERVING-LISTENING 
A Natural Link Between Psychologists and Police Officers 

Douglas Courtney Ed.D 
Clinical (Police) Psychologist 

With "Helping Services" in mind as the theme of the 
National Symposium on Police Psychological Services a 
field project was initiated and this paper was prepared. 
The sub-theme which this paper addresses is a technique 
for getting the "helper" (the psychologist) in a position 
where he can in fact be of use. Its purpose is to gain for 
the new psychologist some of the knowledge and sen
sitivity that is imperative if he is going to be "let through" 
the defenses of the average police officer in the street. 
In order to really help it is necessary to know what help 
is needed; where it is needed; what resistances are in 
place; and, how and where the appropriate help can best 
be delivered. 

The underlying idea is that the best place to obtain the 
above is to spend some consistent time with patrol oifiu.:rs 
in their "offices" rather than in the office of the 
psychologist. Since their office is the police cruiser, the 
writer in cooperation with the Monterey, California P.O. 
set up a "riding" schedule enabling the "new" 
psychologist 40 hours (one week) of experience as a rider 
with u random selection of police officers. This experi
ence included approximately 10 officers (nine men and 
one woman) spread over the three shifts (day, swing, 
and midnight). This sample is close to 50% of the patrol 
not including motors(bikes). 

The introduction of the psychologist was done in one 
of three ways. The Captain of the Patrol Division let the 
purpose be known in advance; the Watch Commander 
introduced the psychologist at muster; or the psychologist 
did his own introduction directly to the officer with whom 
he was riding. [n introducing himself the psychologist 
made the following explanation: 

"The reason for my being with you today is 
part of' a study on how psychology and law 
enforcement can work together. Its special 
purpose is to see how psychologists can be 
useful to police ofticers in the mental aspects 
of police work. 

The first step is to give the psychologist some 
basic idea of police work. We feel that the 
best available teachers are police officers like 
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yourselves. You are best able to introduce 
the psychologist to what you do "on the 
street"; what you think about law enforce
ment work; what are some of the stresses and 
pressures of your job. 

Although you may know me because we live 
in the same town and I have done some work 
with many of the P.D.s around here, I wish 
you would think of me as a brand-new 
psychologist just coming to the department. 
I want to learn as much as I can from you. 
Whatever you are willing to share with me I 
would be very interested in learning about. 
Someplace in our ride, maybe you could give 
me some idea of how you think psychology 
or psychologists might be helpful in dealing 
with your concerns." 

Once the officer realized that it was a study in which 
he was the instructor to a newcomer in the department, 
with an opportunity to transmit his own street experience, 
he was most cooperative. In every case the officer 
appeared to be genuinely interested in the endeavor and 
seemed to enjoy the opportunity. In every case, the officer 
warmly invited the psychologist to come and ride again 
whenever he wanted to. 

The setting for the study is the Monterey, California 
PD. Monterey is a city of 27,500 people on the Central 
Coast of California. It is about t20 miles south of San 
Francisco and 350 miles north of Los Angeles. It is in 
the center of a cluster of seven cities some smaller and 
some larger than Monterey. From a law enforcement 
point of view, it is a community with moderate action. 
The department under the direction of Chief Harold 
Benadom is considered one of the best in California. The 
Chief, who is nearing retirement, is highly regarded by 
both his officers and the community at large. The only 
officers that we lose are those looking for more action 
or those going out on disability or retirement. Captain 
Charles Houseman, second in command, established the 
scheduling for the study and gave this effort his full 
support. 



FINDINGS 

General Observations: 

1. The first striking observation is how varied are the 
personalities of police officers. There may be similarities 
among them but the differences were most striking. They 
varied from "gung ho" to "laid back"; from ultra conser
vative to ultra liberal; from agresssive to somewhat pas
sive; from moderately angry to tolerantly good-humored; 
and, of course, came in a variety of shapes and sizes. 

2. The second observation included two common fea
tures. All of the officers seemed to have a kind of physical 
sturdiness and air of self-confidence; and all of the 
officers seemed to emphasize that they, themselves, had 
roles as "helpers" in the community. 

3. The third general observation was that officers on the. 
day shift or wanting the day shift appeared to be more 
settled "family men" whereas the swing shift officers or 
those who preferred the swing shift were the chargers, 
the fast responders, the action oriented personnel. 

4. The fourth general observation is that police officers 
need as much orientation to what psychologists do or can 
do, as psychologists need orientation to the work of the 
police. When officers were pressed on how they might 
be able to use the help of psychology or psychologists, 
they did not come up with very many ideas except the 
most obvious one of help in their personal lives. EVen 
there, the idea was mostly an idea and not something 
they were likely to do much about. This reluctance to 
take advantage of even the most obvious services will 
be discllssed at greater length below. 

Broad Areas of Stress or Concern having Psycholog
ical Implications 

NOTE: In responding to ideas on stress and need for 
psychological help, officers were not necessarily refer
ring to their present department but rather to police work 
in general as they or fellow officers in this or other 
departments have experienced it. 

5. Chronologically speaking, the selection process is the 
first specific area of concern among police officers and 
one with clear possibilities for psychologicul help. The 
concerns centered around the mysteriousness of the pro
cess; failure of departments to mveal their specifications 
or reasons for failure; gold.like declarations concerning 
candidate fitness by police psychologists without any 

238 

clear underlying basis for those declaration; the reliability 
or consistency of oral boards; and the reliability and 
validity of polygraphs which are viewed as infallible by 
many police administations. There was special concern 
with the above in lateral transfers where the officer in 
question has already enjoyed a number of years of on-the
job success and is then told by the hiring department that 
he does not meet their standards. Few areas are so clearly 
needful of psychological help. 

6. Training is the next area of concern as voiced by 
police officers. There is a special need by young police 
officers to efficiently learn through training those lessons 
that older officers have gained through long experience. 
Learning the hard way can be injurious to one's health. 
How can psychology help to incorporate that experience 
into texts, movies, or training exercises. As older officers 
retire of move one, their experience is otherwise lost. 

7. Marriage and Family Life is a broad area of concern. 
One significant opportunity for the application of 
psychology on the street arose in this "40 hour week" 
on the street. Riding with the officer provides a privacy 
in this "office" that would be hard to duplicate anyplace 
else. In this relatively short sample of riding, a numl:cr 
of personal matters were freely discussed with excellant 
rapport. It leads to the suggestion that the police 
psychologist that rode on a kind of circuit with 
departmental officers might provide an introduction to 
psychotherapy that all officers could take udvantage of 
without t.he fear of stigma that is still large in the minds 
of street officers. 

8. Many street officers find their niche on the street and 
have little or no interest in promotion even to the next 
grade. Both the promotion procedures and comparable 
rewards without promotion are of concern and could be 
addressed by psychologists. It should not be necessary 
to leave a job you like to get more money or prestige. 
The infantry badge in the Army is a small sample of that 
organization '5 attempts to provide meaningful non
monetary rewards. Similar possibilities might be explored 
in the work of the police oftker. 

9. Disability lind post-retirement employment are of con
cern to officers as they reach retirement uge or face dis
ability. rr psychology hus 11 function in police selection, 
it certainly hus an equal function in the selection for the 
next job after retirement. The clarification or career paths 
available to trained police ofl1cers could be a major help 
based on solid psychological dllta. 



-- - - -- ----------- ---------

lO. Psychological education of the police officer offers 
an answer to a need expressed by police officers here. 
They would like to know more about personality types, 
criminal profiles, "5150s" etc. with information on how 
to recognize and deal with the individuals so identified. 
They would like to know more about the psychology of 
domestic disturbances and how to deal with them safely. 

II. Personal psychological education for the police 
officer on how to deal with himself, his fears, his angers, 
his reactions to street events from a child in a traffic 
accident to a shooting in which he is personally involved. 

Minor But Specific Stressful Events 

The following events occuring over these 40 hours, 
although not especially important in themselves, can add 
up to a lot of frustration or tension over time. In fact, it 
is the cumulative nature of police stress that is so subtle 
and so needing understanding and relief of psychological 
education. They are set out without comment but may 
stimulate the reader to perceive possibilities for helping 
activity. 

I. Nothing happening (especially 3 am-7 am); 
2. Burglary in progress; 
3. Two racoons dead in the roadway; 
4. Man, possibly armed, at massage parlor; 
5. Injury accident - drunken driver; 
6. Public disturbance at a homosexual bar; 
7. Paper work; 
8. Second guessing by supervisor; 
9. Cultural confusion (termed DWO or "driving while 

Oriental") 

1 O. Code 3 - high speed response 

These are just ten of many events, each with its peculiar 
psychological demand on the police officer - each with 
potential implications for psychological assistance. 

IN SUM 

Riding on a consistent basis with street officers offers: 

I. An opportunity for the psychologist to gain some real 
understanding of the officer's task and the cumulative 
nature of the separate events; 

2. An opportunity for the officers to get to know the 
psychologist on their turf rather than his; and, thus, able 
to relax in company; 

3. Direct opportunity to provide advice or "therapy" 
without every calling it that; 

4. The basis for the development and implementation of 
practical helping programs in close cooperation with the 
department. 
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All of the above is especially important for 
psychologists who are not on the department payroll. 
Since not too many departments have full time 
psychologists, this applies to most of them. It takes time 
for non-police personnel to become accepted by sworn 
personnel. The time is worth the effort. Even though this 
writer was already known and apparantly accepted by 
many of the police officers, this intensive 40 hour effort 
made a remarkable difference in both awareness and 
acceptance among the group. 



t·· 
POLICE PSYCHOLOGICAL SERVICES: ETHICAL ISSUES 

Claire D'Agostino, Ph.D. 

Ethical issues which arise from psychologist's involve
ment with police organizations have been discussed by 
Monahan (1980) and Reiser (1972) in some detail and 
more briefly by several additional writers. This paper is 
written from the viewpoint of a psychologist whose 
primary role with police departments is that of clinical 
practitioner. The first eight Ethical Principles of 
Psychologists adopted by the American Psychological 
Association (Ethical Principles of Psychologists, 1981) 
will be used to clarify ethical considerations related to 
police psychological services. 

Principle 1 - Responsibility 

In providing services, psychologists maintain the 
highest standards of their profession. They accept respon
sibility for the consequences of their acts and make every 
effort to ensure that their services are used appropriately. 

For the police psychologist, ethical decision making 
is influenced by the nature of police work and police 
organizations. Because of the para-military, authoritarian 
structure of police departments, power and control are 
central issues. Police psychologists can become involved 
knowingly or unknowingly in power struggles between 
various factions of the police department. Requests for 
psychological services which appear to be legitimate may 
actually be an effort by individuals or factions within the 
department to increase their own power. Examples of 
this would be fitness evaluations or evaluations of emo
tional stability which are described to the officer being 
evaluated as the beginning of a helping process when in 
fact the results could be used as the basis for discipline 
or harassment. Additional examples would be the 
psychologist being pressured for involvement in laborl 
management contract issues and the psychologist being 
advised by members of one departmental faction to avoid 
being seen with or associated with another departmental 
faction. 

Although the issue of who is the client will be discussed 
under Principle 5 (Confidentiality), in the opinion of the 
writer, the police psychologist functions in a general 
sense as the agent of the police organization as well as 
the individuals within the organization. The psychologist 
should be sensitized to the power stnlggles which occur 
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within the department in order to avoid participating in 
the misuse of psychological knowledge or the misuse of 
personal power and influence which the psychologist may 
have acquired. At times the psychologist may not recog
nize that he or she has acted inappropriately until the 
damage has been done. Attempts should then be made 
to correct the eithical error or at a minimum to notify 
the parties involved that the. psychologist recognizes the 
error and it will not be repeated. 

Princip.!e 2 - Competence 

The maintenance of high standards of competence is 
a responsH,>ility shared by all psychologists in the interest 
of the f1~blic and the profession as a whole. Psychologists 
recognize the boundaries of their competence and the 
limitations of their techniques. They only provide ser
vices and only use techniques for which they are qualified 
by training and experience. In those areas in which rec
ognized standards do not yet exist, psychologists take 
whatever precautions are necessary to protect the welfare 
of their clients. They maintain knowledge of current sci
entific and professional information related to the services 
they render. 

One of the major ethical dilemmas for a police 
psychologist is the absence of accepted standards of prac
tice. Although there are a few internship programs which 
train individuals interested in police psychology, there 
is no current mechanism for determing the content of 
such training, who is qualified to provide training, etc. 
Most police psychologists have acquired their knowledge 
of police organizations, police selection procedures, etc., 
through job experience, study of the relevant literature 
and contact with other police psychologists. As police 
departments arc unique in their way of functioning, any 
psychologists who purports to be a specialist in working 
with police should have a thorough knowledge of the 
police organization with whom he or she is working. The 
lack of established standards of practice results in the 
psychologist making an individual decision about what 
constitutes competent practice. The psychologist has an 
obligation to communicate personal conclusions about 
competency and the limitations of our current state of 
knowledge to police employers. 



An interesting ethical problem for a police psychologist 
who is a specialist in working with police departments 
is observation of other psychologists who provide limited 
services to police organizations while lacking the compe
tence to do so. For example, a clinical psychologist may 
evaluate police applicants prior to hiring without having 
knowledge of the requirements of police work, the liter
ature on police personnel selection or the laws which 
govern selection of police personnel. rn a 1980 article, 
London and Bray state that this is not ethical practice 
and should be dealt with as an ethical violation. It would 
appear that the police psychologist has an ethical obliga
tion to share the current knowledge about selection of 
police personnel with the non-specialist or to take other 
steps to remedy the psychologist's engaging in unethical 
practice. However, in the absence of widely accepted 
standards of practice in police psychology, the police 
psychologist may run the risk of appearing hypocritical 
or self-serving. Because police psychology is a relatively 
new specialty with a sparse research literature, all police 
psychologists have an ethical obligation to communicate 
their standards of practice to others in the field and to 
otherwise assist in the establishment of generally accepted 
standards of competence. 

Principle 3 - Moral and Legal Standards 

Psychologist's moral and eitheircal standards of 
behavior are a personal matter to the same degree as they 
are for any other citizen, except as these may compromise 
the fulfillment of their professional responsibiliteis or 
reduce the public trust in psychology and psychologists. 
Regarding their own behavior, psychologists are sensitive 
to prevailing community standards and to the possible 
impact that conformity to or deviation from these stan
dards may have upon the quality of their pcrformance as 
psychologists. Psychologists are also aware of the pos
sible impact of their public behavior upon the ability of 
colleagues to pcrform thcir professional duties. 

The writer's clinical experience and understanding of 
the relevant rcscarch literature indicate that police officcrs 
tcnd to endorse conventional mores. Although expresscd 
attitudes may not be congruent with personal behavior, 
there is strong official support for the traditional values 
of family, conformancc to the law, honesty and integrity. 
Within the police organization there is likely to be a great 
deal of interest in the personal values nnd privnte behavior 
of employees including the police psychologist. 
Psychologists who work with policc depnrtrnents should 
be sensitive to the fucl that unconventional moral values 
und behavior may be offensive to police off1cers and may 
dumage the psychologist's credibility and effectiveness. 
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Police psychologists also need to be alter to either 
expecting or accepting unique favors which police 
officers can bestow (e.g., withholding a traffic ticket). 

Principle 4 - Public Statements 

Public statements, announcements of services, adver
tising, and promotional activities of psychologists serve 
the purpose of helping the public make. informed judg
ments and choices. Psychologists represent accurately 
and objectively their professional qualifications, affilia
tions, and functions, as well as those of the institutions 
or organizations with which they or the statements may 
be associated. In public statements providing psycholog
ical information or professional opinions or providing 
information about the availability of psychological pro
ducts, publications, and services, psychologists base their 
statements or scientitically acceptable psychological find
ings and techniques with full recognition of the limits 
and uncertainties of such evidence. 

Principle 5 - Confidentiality 

Psychologists have a primary obligation to respect the 
confidentiality of infonnation obtained from persons in 
the course of their work as psychologists. They reveal 
such information to others only with the consent of the 
person or the person's legal representative, except in 
those unusual circumstances in which not to do so would 
result in clear danger to the person or to others. Where 
appropriate, psychologists inform their clients of the legal 
limits of confidentiality. 

rn one of the few articles published on the subject of 
ethical dilemmas in employee assistance programs, Lee 
and Rosell (/984) discuss the unique ethical conflicts of 
professionals who provide clinical services in this con
text. Police psychologists who provide clinical evaluation 
and counseling to police officers and their families in a 
departmentally funded program are in reality adminis
tering an employec assistance program. The fundamental 
question of who is the client in an cmployt!e counseling 
service has to be readdressed with each clinical situation 
because each employee is unique. When the issue of who 
is the client is settled, the principle of confidentiality cun 
then be applied. 

In a discussion of the confidentiality principle as 
applied by police psychologists, MOllahan (1980) noted 
that the Olultiplicity of functions which police 
psychologists perfonn leads to role connicts and sub
sequently to ethical conflict. As part of the police 
psychologist's rolc as counselor! he or she may see police 
off'icers who arc selr-referred nnd who contact the 



psychologist on a completely voluntary basis. The prob
lems which the person has may be personal and not 
related to work or producing any problems at work. This 
would be the most clear example of the police officer 
being the client and the police ofticer reserving the right 
to confidentiality. Unless the psychologist indicated 
otherwise to the client, the police officer would be pro
tected by the legal statutes governing confidential com
munications between psychologist and client which a 
client in private practice has. Of course, the police officer 
could waive this right and request that the psychologist 
communicate with the police department for some reason. 
The psychologist would need to clarify who would be 
contacted and the purpose of the contact. 

Although the counseling situation involving a self
referred, voluntary client may be the most comfortable 
one for a clinical psychologist by virtue of graduate 
training and possibly experience, self'-referral is not the 
only basis on which police officers become clients. Lee 
alld Rose (1984) indicate that identification and treatment 
or referral of "problem employees" is a major task of 
employee assistance programs. The employer is likely 
to view this function as crucial to the purposes of the 
organization. In police settings. a supervisor may refer 
an employee for evaluation of the extent to which emo
tional problems or personal problems arc interfering with 
a police officer's capacity to perform his or her job suc
cessfully. The supervisor may have already concluded 
that this is the case and refer the police officer for coun
seling. Who is the client in this situation and how should 
the confidentiality principle be applied'? [f the police 
officer makes the first contact with the psychologist, the 
psychologist should clarify what feedback the supervisor 
is expecting. The psychologist should indicate that the 
supervisor and the police officer are both clients in the 
sense that each is expecting the psychologist to perform 
a function and each is expecting to communicate with 
the psychologist. The limits of the police officer's confi
dentiality could then be determined and communicated 
to the police officer. The police officer would then be 
able to choose to continue participating in an evaluation 
and treatment/referral process of to withdraw from the 
process. 

A third and perhaps most complex referral procedure 
is n situation in which a "problem employee" is 
departmentally ordered to take n psychological evaluation 
against the will of the police officer. If the police 
psychologist elects to perform this function within 11 

police department, the issues of confidentiality, who is 
the client, welfare of the client, among others. must be 
addressed. In the writer'S opinion, a departmentally 
ordered evaluation musl be described by the psychologist 
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to the police officer as not confidential as the client is 
the police organization and the welfare of the police 
department wiII be the priority. When it is possible to 
do so, it might be preferable for the police department 
to refer all departmentally ordered evaluations which 
involve coercion out to a psychologist who does not 
perfornl other functions for the department. However, as 
Lee alld Rosen (/984) have noted, the "problem 
employee" may not be the real problem or the only prob
lem. In police settings a troubled employee may be having 
conflict with a poorly functioning supervisor or his entire 
squad may be having difficulties which rdate more to 
supervisor than to individual employee difficulties. The 
police psychologist may be the best qualified person to 
identify all the issues involved with a. "problem 
employee" and to make the most realistic and helpful 
recommendations for all concerned. This particular 
ethical dilemma should be addressed by each police 
psychologist because the ethical issues involved in this 
situation may be viewed differently and still be legitimate. 

A major exception to the confidentiality principle is 
the "duty to warn" which is applicable to homicidal as 
well as suicidal individuals. Gehring (/982) has outlined 
the legal and ethical principles involved in the 
psychologist's "duty to warn" potential victims ofhomic
idal clients. Knapp and Vandecreek (1983) have dis
cussed the "duty to warn" as it applies to suicidal clients. 
Although there may be variability within police depart
ments, geographic areas, etc., it is a commonly accepted 
observation that the rates of alcoholism, divorce and 
suicide are unusliJlly high among police omcers (Fen
lIel/, 1979). In the writer's experience, homicidal 
behavior, not including that required in the line of duty, 
is more frequent than suicidal behavior among police 
groups in the State of Delaware. In any case, those 
behaviors which may necessitate the "duty to warn" 
appear to be more common in police populations than in 
the general population. 

Given that police groups may be more prone to experi
ence alcoholism, divorce, depression and other indicators 
of' emotional distress than the general public and that 
police officers also carry weapons, does the police 
psychologist have a special "duty to warn" the employers 
of police officers? The avnilable case law suggests that 
three conditions must exist before the "duty to warn" is 
applicable. First, there must be a special relationship 
between the person who is knowledgeable about another 
person's potential dangerousness and the dangerous per
son. The therapist-client relationship has been determined 
by some courts to fit the definition of "special relation
ship." Second. the therapist must make a reasonable 
deteJ'lnination based on professional judgment thut the 



client is dangerous. Third, there must a foreseeable vic
tim. 

In order for a police psychologist to make a judgment 
about the "duty to warn". the psychologist needs to be 
familiar with the extent to which police officers use hos
tile or violent language in the normal course of their 
work. Violent metaphors are a routine method for 
releasing tension and may serve a useful function. 
Although the capacity of psychologists to predict danger
ousness has not been demonstrated (Gehring. /980), 
psychologists are expected to use their clinical experience 
to make such determinations. For police departments this 
is an important service for psychologists to provide. In 
addition to a clinical interview, the use of assessment 
techniques. and a social history, the psychologist needs 
access to the police officer's work history and current 
job performance. How can the psychologist acquire cur
rent information about work performance if the police 
officer is guaranteed confidentiality? 

One of the positive aspects of being a counselor in an 
employee assistance program is the possibility of 
obtaining information about job performance without the 
necessity of revealing this to anyone. If as stated in the 
preceding situation, the psychOlogist is unable to obtain 
a waiver of confidentiality, it may be possible to obtain 
information through another route. If the police officer 
agrees to release confidentiality which is often the case, 
the psychologist is then able to complete a thorough 
evaluation and make a well informed judgment about the 
police officer's potential for dangerousness. When 
working with police officers, the first two conditions for 
a "duty to warn" may be determined by the therapist to 
exist, what about the third condition? If a police officer 
makes a statement threatening the public at large or 
anyone with whom he or she might come into contact in 
the line of duty , is the general public a foreseeable victim'? 

In the writer'S experience, police officers are often 
capable of judging when they have reached the limits of 
their own stress tolerance and are likely to lose control 
of their behavior. This may be expressed by such state
ments as "I'm afraid I may hurt the first person who 
gives me any trouble." In the writer's opinion, statements 
such as these which suggest the possibility of a readily 
available but unnamed victim meet the legal condition 
of a foreseeable victim. If the police officer will not take 
responsibility for controlling his or her own behavior, 
then it appears that the psychologist must violate conti
dentiality and warn a supervisor or someone who will 
control the behavior. of course, there are several avenues 
for reducing the potential for violence including light 
duty assignments, leave time, etc. Procedures for dealin~ 
with suicidal behavior may essentially be the same except 
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that the psychologist would most likely warn family mem
bers rather than a job supervisor. 

Principle 6 - Welfare of the Consumer 

Psychologists respect the integrity and protect the wel
fare of the people and groups with whom they work. 
When conflicts of interest arise between clients and 
psychologists' employing institutions, psychologists 
clarify the nature and direction of their loyalties and 
responsibilities and keep all parties informed of their 
commitments. Psychologists fully infonn consumers as 
to the purpose and nature of an evaluative, treatment, 
educational, or training procedure, and they freely 
acknowledge that clients, students, or participants in 
research hl.lve freedom of choice with regard to participa
tion. 

Application of principle six in police settings is a com
plex and challenging task. Role conflicts and consequent 
conflicts of interest have been explored by Monahan 
(1980) alld Reiser (1972). Although a police psychologist 
may develop an initial contract with a police department 
to clarify role expectations and to avoid potentilll conflicts 
of interest, all ethical dilemmas may not be anticipated 
in advance. When the psychologist provides services to 
suspected malingerers, police ofticers who are laying the 
groundwork for a psychiatric disability pension, and other 
police officers who may be attempting to misuse the 
psychologist and the police organization, the psychologist 
should address the ethical issues of who is the consumer 
and what actions on the psychologist's part protect the 
welfare of the consumer. After answering these questions 
and being careful to act within the guidelines of the 
confidentiality principle, the psychologist should make 
a clear statement about whose interests he or she is pro
tecting. 

In the case of a malingering client, the psychologist 
may decide that he or she cannot simultaneously act in 
the interests of the individual police officer and the police 
department. [f so, the psychologist has the option of 
stating this to the police officer and making a recommen
dation that the police officer see a psychologist who is 
able to act as the police officer's advocate. Because thiS 
type of situation may develop occasionally, the police 
psychologist needs to develop referral sources in the com
munity who are sympathetic to and knowledgeable about 
the needs of police officers and their families. 

In a 1982 article on ethical and legal considerations 
in marital and family therapy. Margolin outlines a number 
of ethical consideralions which have relevance to 
employee assistance programs for police marl'iugcs. The 
question of "Whose side is the therapist on'l" is standard 



although possibly unstated issue in all marital therapy. 
When a police department pays a psychologist to provide 
marital counseling for police officers and their spouses, 
the police officer may expect the therapist to have a 
greater commitment to and understanding of the police 
officer's position than that of the spouse. The non-police 
spouse may have the same expectation or a different 
expectation. In reality, the psychologist may have a work 
relationship with the police spouse which antedated the 
couple's contacting the therapist for counseling. The 
therapist may have more knowledge about the police than 
the spouse. The police psychologist needs to openly 
address the expectations the couple have about the 
psychologist's role in relation to the police department 
and the psychologist's capability of being a helpful 
therapist to both marital partners. 

Because of the close knit nature of police personnel, 
the many friendships which may exist, the family inter
connections and the continually operating "rumor mill", 
the police psychologist has a special opportunity to 
acquire unsolicited information about a police officer and 
his or her family. Although the therapist's orientation to 
dealing with information revealed by each spouse, other 
people may distribute information which has the appear
ance of having come from the therapist. Police 
psychologists need to be alert to the way personal infor
mation is transmitted withing the police organization and 
correct any misperceptions or possible misperceptions. 
In addition, the psychologist may acquire information 
which indicates that one or both spouses is being less 
than truthful with the other. The therapist will have to 
decide what action will best serve the clients' welfare. 

An additional ethical dilemma for the police 
psychologist in counseling police officers and their 
spouses is the divorce situation. If the therapist counseled 
the spouses together and they then divorce, who becomes 
the client during and after the divorce? If there is a dispute 
overt the custody of the children, does the therapist have 
an obligation to testify on behalf of the police spouse 
only, the spouse whom the therapist thinks should have 
custody, or neither one. If divorce becomes an option 
for a police couple, the most ethical position for the 
therapist would be to inform each spouse in advance of 
counseling and policies the psychologist has in regard to 
divorce counseling and court testimony. The therapist's 
ability or non-abWty to handle this situation ethically and 
fairly may become general knowledge and will more than 
likely be scrutinized by potential clients if they should 
consider seeking marital counseling with the police 
psychologist. 
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Principle 7 - Professional Relationships 

Psychologists act with due regard for the needs, special 
competencies, and obligations of their colleagues in 
psychology and other professions. They respect the pre
rogatives and obligations of the institutions or organiza
tions with which these other colleagues are associated. 

Because police departments are public agencies which 
receive close scrutiny from other governmental agencies 
as well as from the general public, there may be a special 
sensitivity on the part of police departments to public 
statements made by police psychologists in their employ. 
In an effort to act as an advocate for police officers, a 
police psychologists may wish to inform the public as 
well as professional colleagues about the particular 
stresses of police work. Any public discus;sion of police 
departments and police behavior should receive the 
approval of the employing agency prior to its occurrence. 
The police psychologist must take care not to undermine 
public confidence in police officers and police orgniza
tions of the police personnel with whom police 
psychologists have a profesional relationship. 

Principle 8 - Assessment Techniques 

In the development, publication, and utilization or 
psychological assessment techniques, psychologists 
make every effort to promote the welfare and best interest 
of the client.. They guard against the misuse of assessment 
results. They respect the client's right to know the results, 
the interpretations made, and the basis for their conclu
sions and recommendations. Psychologists make every 
effort to maintain the security of tests and other assess
ment techniques within limits of legal mandates. They 
strive to ensure the appropriate use of assessment 
techniques by others. 

Psychologists have used assessment techniques for 
police personnel selection, "fitness for duty" evaluations, 
selection of personnel for specialized units and evaluation 
for promotion. Detailed discussions of ethical issues 
involved in personnel selection and promotion may be 
found in a number of sources including London and Bray 
( 1980) and Gram (1981). A review of the major ethical 
problems with the application of assessment techniques 
to police populations may be found in Monaha/l (1980). 
Because of the scope of these articles and additional 
available literature, the present article will include only 
a few ethical cautions from the writer's experience with 
several police departments. 



Police departments differ widely in their policies and 
procedures related to the use of psychological assessment 
techniques. Psychologists should be alert to the possi
bility of police departments' administering and inter
preting assessment techniques without the involvement 
of a licensed psychologist. When a psychologist is 
involved in an assessment process, the psychologist needs 
to become familiar with the laws and governmental reg
ulations which affect assessment procedures in the par
ticular police department in which he or she is employed. 
In addition, agreements should be made in advance 
regarding the extent to which the person assessed will 
receive feedback, who will provide the feedback and 
what form it will take as well as procedures related to 
the security of records. Additional aspects of ethical 
record keeping include the development of guidelines 
related to who will have acess to the records and when 
and how these records will be disposed. The limits of 
confidentiality should also be explained to the police 
officer or police applicant who is being evaluated. 

Because the use of psychological evaluation by police 
departments is relatively new and largely undeveloped 
(Monahan. 1980), psychologists doing assessment of 
police groups must be alert to the limitations of assess
ment techniques with this population. In addition, any 
reservations about the lack of validity or reliability of a 
particular test for the purpose it is being used should be 
communicated to the police department. There may be 
a tendency for the police department to have inflated 
expectations about the validity of test results particularly 
in the area of personnel selection. As research continues 
to be conducted and the knowledge base continues to 
expand in the field of police psychology, police 
psychologists must continually update their own stan
dards of competency in the area of psychological assess
ment of police officers and police applicants. 

RECOMMENDATIONS 

Ethical decision making by providers of police 
psychological services is influenced by the nature of 
police work and police organizations, the variety of roles 
which police psychologists may play, the lack of estab
lished standards of training and practice, and the absence 
of formal ethical training. As Margolin (1982) has noted 
about ethical issues related to marital and family therapy, 
ethical practice in police psychology required special 
attention. Knowledge of the APA guidelines for ethical 
professional conduct is not adequate prep(lrution for the 
dilemmas which police psychologists encounter. The fol
lowing steps are suggested u!> a strategy for developing 
ethical g\lidelines for the practice of police psychol.ogy: 
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1. The police psychology subsection of Division 18 of 
the American Psychological Association should take the 
initiative in developing standards of competence for 
police psychologists. The first task in this undertaking 
would be to define the scope and purpose of police 
psychology. Additional areas for study would be 
minimum standards of training and the development of 
ethical guidelines which are congruent with the ethics of 
(1rofessional psychologists as outlined by the American 
Psychological Association. 

2. Police departments employing psychologists should 
be asked for input regarding their views 'of what consti
tutes ethical practice. 

3. The research design of Tynchuk et.al. (1982) could 
be used to study the extent to which policy psychologists 
are consistent in their application of ethical principles to 
ethical situations which they encounter as police 
psychologists. In addition, data could be obtained 
regarding the decision making processes which police 
psychologists employ. 

CONCLUSIONS 

Providers of psychological services to police depart
ments encounter unusual ethical issues as well as a large 
number of potential ethical conflicts. Policy psychology 
can be viewed as an ethical nightmare or as a challenging 
opportunity to apply the ethical principles developed by 
the American Psychological Association to a new spe
cially in psychology. If police psychology continues to 
grow and develop as a specialized area of practice, it 
will have to approach ethical issues as a challenge. 
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A wealth of literature exists detailing the sources and 
consquences of stress in the law enforcement field. Police 
officers, more ihal:' workers in other occupations, have 
been shown to be affected by a wide variety of avoidable 
stressors. A number of interventions designed to alleviate 
the stress-related problems police officers face have been 
proposed by the authorities in the field. In this paper, I 
will discuss several issues regarding the delivery of pys
chological services to police officers. An increasing 
number of police departments are contemplating the addi
tion of some kind of counseling serevices to aid their 
personnel. However, before a program can be 
implemented, the department must determine the extent 
of the need for services, decide on the most efficient and 
cost effective design and management practices and find 
out ways of encouraging police officers to use the services 
provided. At the present time, comparative research 
regarding the above issues is lacking. The following dis
cussion is based on the published literature in the field, 
data collected in my capacity as an Employee Assistance 
Counselor for Ann Arundel County and a needs assess
ment survey administered to 74 Anne Arundel County 
police officers. 

Needs Assessment 

Until relatively recently, psychological problems 
among the police were either denied or viewed as rare 
individual aberrations (Fennell, 19B/). However, there 
is a growing consensus that the physical and psycholog
ical demands of police work can affect even the strongest 
individual. A large number of stressors impinging 011 

police officers have been identified but differences exist 
regarding their classification and importance ascribed to 
each. A partial listing of these stressors include physical 
stress due to shift work, poor eating habits and need for 
constant physical readiness (O'Neil & Goldstein, 1983); 
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stress due to working with people under ~onditions of 
high pressure and emotional intensity (Silbert, 1982); 
stress due to organizational factors (Phelps, 1975); stress 
caused by the wider societal factors such as negative 
perception of police by the public and the criminal justice 
system practices (Eisenberg, 1975). In addition to these 
job related stressors, officers may need to cope with 
internal psychological problems or family pressures. 

Long tenn exposure to such pressures has been shown 
to result in increased probability of physical and emo
tional impainnent among police officers. Richard and 
Fell (1975) reported that policemen were more likely 
than people in general to develop health problems, par
ticularly in circulatory and digestive systems, and to 
suffer from premature death and suicide. Blackmore 
(1978) cited a study by the National Institute of Occupa
tional Safety and Health based on surveying 2,300 
officers in 29 departments. The results indicated that "37 
percent of the officers have serious marital problems, 36 
percent serious health problems, 23 percent serious 
alcohol problems, 20 percent serious problems with their 
children and 10 percent problems with drugs." 

In their attempts to deal with a variety of stressors, 
some police officers develop coping styles that are 
maladaptive and eventually destructive. flill (1981) 
described a psychological defense that is common among 
police officers, that of emotional detachment. Some 
degree of detachment is necessary and even desirable, 
but this process can get out of control and result in emo
tional blunting, psychosomatic symptoms and problems 
in relating to others. Hageman (1977) showed that emo
tional detachment increased with the length of service 
and was negatively correlated with marital happiness. 
When faced with a number of conflicting demands, some 
officers react by developing performance anxiety and 
fear of being criticised (Jacobi, 1975), while others with
draw and become cynical or uninvolved (Reese, 1982). 

The available statistical and anecdotal evidence seems 
to indicate that stress-related problems among the police 
arc widespread and debilitating to the individual, family 
and the organization. Given the complexity of the prob
lem, it is clear that there can be no simple solutions. The 
majority of police psychologists recommend that 
psychological counseling be one part of a comprehensive 



effort to alleviate police stress. Although counseling in 
itself cannot eliminate many sources of stress. such as 
organizational or societal factors, it can help officers 
improve their coping skills, provide a safe place for 
expression of feelings, give emotional support and help 
resolve personal or family problems. Dash alld Reiser 
(1978) reported that the divorce and suicide rate among 
Los Angeles police officers is lower than that of the 
general population and attributed this finding in part to 
their comprehensive psychological services program. 

Tn order to ascertain whether police officers themselves 
perceive need for mental health services, and anonymous 
need assessment questionnaire was administered to 74 
Anne Arundel County police officers. The first question 
dealt with the estimated percentage of officers in need 
of psychological help. In the judgment of most respon
dents, a substantial percentage of officers are in need 
psychological help. In the judgment of most respondents, 
a substantial percentage of the force were seen in need 
of help-the average estimate was 48.9%. The respondents 
were then asked to rank their priorities regarding the 
focus of help provided by the department. Approximately 
46% selected everyday job stress as the most urgent prob
lem. Help in dealing with traumatic incidents on the job 
was ranked as second most important overall and was 
considered most important by 22% of the respondents. 
Other problems, listed in terms of perceived importance. 
were: marital and family problems, personal problems, 
alcoholism, financial problems and, finally, dealing with 
changes such as promotion or retirement. 

Although the present sample may not have been rep
resentative of all Anne Arundel County police officers, 
the results were congruent with the conclusions arrived 
at by others in the field of police psychology, namely 
that officers were interested in receiving help in coping 
with job stress and family problems. 

The Design of Psychological Services 

A growing number of law enforcement agencies is 
utilizing or planning to institute some type of psycholog
ical counseling services. Most programs described in the 
literature appear to be quite successful in helping police 
officers but vary widely in their design. Each program 
seemed to grow out of an idiosyncratic combination of 
perceived local needs and resources and it is difficult to 
compare the effectiveness of the various program compo
nents. In designing a new counseling program, a number 
of decisions will need to be made concerning the type 
und extent of services provided and the qualificatiolls of 
the proposed service providers. The options and their 
advantages and disadvantages will be discussed below. 
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Many large police departments have an in-house 
psychological services unit staffed by full-time profes
sionals. This design has a number of advantages. The 
upper management is likely to be committed to the 
program and to actively promote its use. Since the police 
psychologist is employed on a full time basis, he or she 
has the opportunity to do a thorough needs assessment, 
become familiar with the system and meet the majority 
of the officers on formal and informal bases. Con
sequently, officers may view the psychologist as availa
ble, knowledgeable about the system and sympathetic to 
the police point of view and thus may be willing to utilize 
the services provided. 

On the negative side, the costs of an in-house program 
are probably out of reach for smaller police departments. 
In addition, even though confidentiality is always guaran
teed, officers may distrust the program because of its 
close ties to the management. This point was discussed 
by Morris (j 980) who pointed out that therp. is an inherent 
conflict between the counseling and managerial func
tions, such as evaluation of disabled officers, that many 
psychological units perform. Ludos alld Mijares (1981) 
expressed similar fears regarding the potential misuse of 
confidential information by departmental counseling 
programs. 

The pros and cons of having an outside consultant 
:;''lUilable to the department on a part-time basis, typically 
10 to 15 hours a week, are mostly the reverse of an 
in-house program. The psychologist may not have enough 
time to get to know the department and its officers and 
at times it may be impossible to respond quickly to 
emergencies. However, the costs are much lower than 
those for a full-time program and the officers may be 
more likely to view the consultant as being impartial, 
rather than an ally of the management. An interesting 
way of combining the advantages of the in-house and 
consultant program was described by Chandler (1980). 
In this program, twelve counties and 104 departments in 
western Michigan shared the services of one full- time 
police psychologist. As a result, the departments had 
access to a full-time psychologist experienced in police 
psychology at a reasonable cost and without the program 
being too closely identified with each departmental 
bureaucracy. Anne Anmdel County has a similar program 
in which one full-time psychologist provides consulta
tion, treatment and referral for all county employees, 
again resulting in easy accessibility and cost containment. 
In one year of operation, the police department was ahead 
of all other county departments, even those larger in size, 
in its utilization of the services provided. Moreover, the 
majority (87.5%) of police employees requested help 
voluntarily, as opposed to being required to come by 
their supervisors. 
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Many early counseling programs focused on the iden
tification and treatment of police employees having prob
lems with alcohol. The advantages of providing a 
specialized service for alcoholics include a high recovery 
rate (about 75%) from this chronic and debilitating illness 
and decrease in absenteeism, on the job accidents, and 
need for disciplinary action among the successfully 
treated officers (Dunne, 1973). On the other hand, 
specialization in alcohol treatment may discourage 
officers with problems other than alcoholism from using 
the services because of fear of being labelled an alcoholic. 

Another issue concerns the extent of the services pro
vided by the psychological unit. Short-term counseling 
(one to five sessions) is the rule in most programs and 
clients are referred to outside specialists if more extensi ve 
help is needed. the advantage of this approach is that a 
large number of clients can be served and the costs are 
kept down. If longer term treatment were provided, the 
department would either have to hire more counselors or 
become reconciled to a long waiting list for the service. 
However, when clients are transferred to another profes
sional, there is a chance of some dropping out of treat
ment. The data from the Anne Arundel County Employee 
Assistance Program indicated that, in one year, 38.2% 
of clients failed to transfer to a new counselor despite 
extensive encouragement and follow-up. When asked 
about the reasons for not following through on the recom
mendation, some clients reported that they had derived 
enough benefit from the sessions provided under the EAP 
and felt no need to continue, but others expressed reluc
tance to "start all over" with someone new. Although 
not explicitly mentioned, the fact that outside services 
usually have to be paid for by the client may also be 
relevant. 

Another question to be resolved in planning counseling 
services is the use of peer counselors. Some counseling 
units rely heavily on the services of police officers trained 
in counseling techniques and claim that peer counselors 
are perceived as beillg more understanding and 
trustworthy than mental health professionals. The use of 
recovering alcoholics in helping others with alcohol prob
lems has been very successful. On the other hand, pcer 
counselors may have difficulty in dealing with the full 
range of emotional problems due to lack of adequate 
training and a tendency to overidentify with their clients. 
Also, according to some police psychologists, officers 
may be reluctant to share sensitive personal information, 
particularly if it is contrary to police values, with their 
peers. This problem could be mitigated by using a team 
composed of psychologists and peer counselors and 
giving officers an opportunity to choose their own 
therapist. 

In conclusion, no single type of a psychological coun~ 
seling program will satisfy the needs of all police depart~ 
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ments. Each program needs to be designed to fit the 
specific departmental needs, priorities and resources. 

Promoting the Utilization of Counseling Services 

Police officers are notoriously distrustful of mental 
health services. Although the rates of stress-related prob
lems are higher for police officers, they are less likely 
than the average person to seek help (Blackmore, 1979). 
Seeking help is in conflict with the stereo'typical image 
of a policeman as someone who is completely self-suffi
cient and in control at all times. Hopefully, an increasing 
number of policemen are beginning to realize that this 
role is burdensome, unnecessary and deleterious to their 
mental and physical health, 

The second part of the needs assessment survey was 
undertaken to get some data regarding the officers' will
ingness to seek help and the factors that would make it 
easier and more acceptable for them to seek it. The results 
indicated that almost 19% of the sample of 74 reported 
that they would not seek professional help under any 
circumstances and 10.8% reported that they would defi
nitely seek help if they could not solve a problem on 
their own. An additional 27% thought that they would 
probably seek help and the remainder of the sample were 
undecided. 

I n the next part of the survey, officers were asked to 
check all applicable factors, out of a list of 14, that would 
make it easier for them to seek help, and to double check 
their top three choices. Each check was counted as one 
point and ratings for each factor were summed and are 
listed in Table I. Not surprisingly, issues related to con
fidentiality proved to be the most important for the major~ 
ity of respondents, although help with paying for the 
counseling was also quite imporatant. Most respondents 
indicated they would prefer to consult with a professional 
who has shown interest in police work, but who is geog
raphically and institutionally separate from the police 
department. The lack of desire for peer counseling also 
seemed to be related to confidentiality issues as several 
officers stated that they would not be comfortable discus
sing personal issues with their peers because they did not 
believe the matters would remain confidential. 

Although these results are preliminary, they are en
couraging in that between 37 and 80% of police officers 
who responded to the survey indicated at least some 
willingness to utilize psychological services, provided 
they could do so without becomeing known to the depart
ment. These findings are congruent with the conclusions 
reached by other police psychologists, except for the 
unexpected lack of interest in peer counseling. More 
research regarding the preferences of police officers re
garding the delivery of psychological services is needed. 



Table 1. PREFERENCES OF POLICE OFFICER SAMPLE 
REGARDING PSYCHOLOGICAL HELP. N=74 

Tolaillo. 
Factor of points 

Strict confidentiality I [7 
Costs partially or fully covered by the department 87 
Professional has no connection with the police department 65 
Ready availability and flexible hours 55 
Office located away from headquarters 50 
Professional shows interest in police work 48 
Programs available for the entire family 36 
Peers' positive attitude toward psychological help 26 
Mandatory counseling following high stress situations 25 
Supervisors' positive attitude toward psychological help 19 
Personal acquaintance with professional 14 
Services provided by a member of the clergy 13 
Professional employed by the police department II 
Services provided by police officers trained as counselors 10 
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A COMPARISON OF THE ROLES OF POLICE PSYCHOLOGIST AND THE 
PSYCHOLOGICAL CONSULTANT TO LAW ENFORCEMENT AGENCIES 

Catherine L. Flanagan, Ph.D. 

This paper is written from the perspective of a 
psychologist who has practiced as both a police 
psychologist and psychological consultant to lawenforce
ment agencies. More specifically, I am a former staff 
psychologist with the New York City Police Department, 
Psychological Services Unit; and, at present, I serve in 
the capacity of psychological consultant to the department 
and to other law enforcement agencies. 

There has been a fairly recent increase in the number 
of psychologists involved in working with the police 
population. This increase has preceded the development 
of both a strong theoretical base in the police psychology 
literature and of technical methods for working with 
police (Flanagan & Franzese, 1984). Role confusion and 
a need for role delineation have become major issues 
among practitioners in the field. Two important prac
titioners in this field are the police psychologist and the 
psychological consultant. Here, an attempt will be made 
to clarify some of the issues they encounter. 

Although the police psychologist and the psychological 
consultant are involved with the same population, their 
roles are somewhat different. The police psychologist is 
a department employee Who, often familiar with the 
police organization, has the advantage of being accepted 
within the department. Even when this psychologist is a 
civilian, he/she often is not viewed as an outsider. The 
police psychologist often is faced with the problem of 
role confusion. This is especially so because of the many 
populations served and the conflict that arises in trying 
to serve all of them. These popUlations include: the police 
organization by which he/she is employed; the police 
officer within the organization; the public; and, the pro
fcs~ion of psychology. Many questions exist regarding 
the role of the police psychologist. This role is in the 
process of being developed and solidified. There are dis
agreements in the field over who is the client of the police 
psychologist who is employed by the law enforcement 
agtjl1cy. The issue is complicated further when the police 
psychologist is both a licensed Ph.D. and a uniformed 
member of the law enforcement agency. Reiser (1972) 
maintains that the police department is this practitioner's 
client. Others maintain that it is the police off'icer. 

Further complicating the job of the police psychologist 
is the fact that he/she must possess a large number of 

skills. This psychologist might be called upon to: develop 
candidate selection procedures; evaluate police candi
dates; evaluate officers for the ability to possess and carry 
lirearms; evaluate officers for the ability to perform full
duty functions; administer crisis intervention; administer 
short-term psychotherapy; in-service training; consulta
tion; psychodiagnostic assessment; provision of expert 
testimony in court; research; and report writing, among 
other functions. 

The psychological consultant, on the other hand, 
receives referrals from the department. This psycholog
ical consultant, on the other hand, receives referral from 
the department. This psychologist has greater freedom 
to work with officers as patients and often works with 
officers for longer periods of time than does the police 
psychologist. Mann (/983) contends that the consultant 
often is viewed and an "outsider" and as an agent of 
change. He further contends that the department makes 
referrals to the consultant when change is desired. Thus, 
the consultant may be placed in a difficult position-one 
in which he/she is loyal to the patient, but where his/her 
livelihood might well be dependent upon department 
referrals. In light of what may be a major problem, it is 
suggested that the consultant have a broad based referral 
pool so that he/she will be able to work in as professional 
a manner as possible. 

The role of the psychological consultant is a complex 
one, He/she might be hired in different roles within the 
same department. Referrals are made to consultants for 
crisis intervention, psychotherapy, candidate evaluation 
or re-evaluation, and so forth. In the New York City 
Police Department, consultants also are hired for second 
opinions on what may be termed "official" cases. In some 
agencies, consultants also help with hostage negotiations 
and police calls. While the roles may differ across the 
country, many of the problematic issues encountered are 
the same. 

The consultant's job is a difficult one, It is one in 
which Ilexibility is needed and in which very special 
skills are required, In addition to the skills as a clinician 
and therapist, this practitioner needs to understand police 
work, its physical dangers, and its psychological stresses. 
This may be difficult because the consultant does not 
have the advantage of' working within the law enforce-
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ment agency and because many consultants do not have 
within-department experience. 

The consultant must be cognizant of the role of person
ality factors in police performance and must not ignore 
the great impact of the job on family life. In fact, a large 
number of officers have family problems (e.g., problems 
with spouse). Spouses often complain that officers have 
difficulty communicating with them when they leave the 
job and go home. A question I have often asked myself 
is, "Have people with difficulty expressing their emotions 
been drawn to police work or does police work harden 
them and make them less expressive?" I have reached 
the conclusion that it is probably a combination of the 
two factors with heavier weight placed on the latter. It 
seems that the individual might have had some predispos
ition to be that way and that police work strengthens an 
already existing tendency. This is not to say that all 
officers have difficulty communicating, but it does appear 
that quite a few do. Those who work among police suspect 
that the job does change the person who becomes and 
officer. I have heard this from clinicians throughout the 
country. All one nas to do is observe new recruits to see 
that they do change. 

Other problems seen among police officers are drinking 
and, on the rise and often difficult to detect, the Uf,e of 
drugs. Drinking is often resorted to in an effort to decrease 
the stresses of the job. Other job-related problems such 
as coping with rotating shifts, social isolation, job stress, 
police organization stress, retirement decisions, and 
financial problems also are encuuntered by the consultant. 
A major treatment issue for the therapist is the officer's 
diffieulty with the shift from a needed leadership role 
while on duty to that of the person going for help. While 
on duty, the officer is often the helper to the community. 
It is he/she who is approached and asked for assistance. 
It is he/she who must not emote and who must efficiently 
and safely take care of all concerned. So, it is easy to 
understund why officers often experience difficulty 
becoming patients. To become a patient, one must open 
up and become vulnerable to the therapist. The consultant 
must realize that off1cers, as a group, are not psycho log
icully minded and thut they are not used to thinking in 
terms of psychology. Probubly, the consultunt is one of 
the first, if not the first, psychologists the officer has 
encountered. As psychotherapist, h~/she must teach the 
officer how to be a patient. It is only once this task has 
been nccomplished that therapy Can proceed. 

As with the police psychologist, the issue of confiden
tiality is a <:rucial one for the consultant. Perhaps it can 
best be explored by looking at the way in which depurt
ment referruls are made to the consultant in a complicated 
!lYMem at the New York City Police Department. An 
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officer is seen by a police department psychologist, who, 
in turn, refers to the consultant if a second opinion is 
desired. These requests include whether or not an officer 
should be returned to full duty; fitness to possess and 
carry firearms; survey from the department, and so forth. 
It is explained by the consultant at the onset of the meeting 
that there are limits to confidentiality and that a report 
will be sent to the department psychologist along with 
recommendations. The purpose of the evaluation also 
should be explained. 

Referrals for treatment. are made by different sources; 
such as, department psychologist, police union, 
employee relations department, through the grapevine. 
All of these referrals would be dealt with in utmost con
fidentiality. However, limits to confidentiality would 
exist with some of the depurtment psycholOgist's referrals 
for psychotherapy. The latter referrals require that the 
consultant be exceedingly careful to delineate his/her role 
with the particular client. These referrals in New York 
City are either "official" or "unofficial" ones. The deter
mination of the classification is made within the depart
ment on the basis of whether he/she was ordered in for 
treatment or evaluation by executi ve officers. The former 
are unofficial referrals; the latter are the official ones. 
Examples of official referrals are when an officer is sent 
to the department psychologists for firearm removal, for 
a civilian complaint, and so forth. The consultant is 
notified at the onset of treatment us to the nuture of the 
referral. Confidentia!ity is discussed with the officer at 
the onset of treatment. In official referrals, the department 
maintains the right to oblain reports and information 
regarding the progress of treatment. in unofficial refer
rals, either no information is given to the department 
psychologist Of' very general information is given- only 
with patient approval and for the purpose of obtaining 
funds for therapy at the patient's request. Some consul
tants work with both types of referrals. I have found it 
best to accept only unofficial referrals. The consultant 
must be continually aware of which type of referral he/she 
is working with. At times, requests are made from within 
the department that cannot be complied with because the 
client's confidentiality must be protected. A prime 
example is when the department is paying for treatment. 
As can be observed, there are limits to confidentiality 
thnt must be explained to the officer. 

It is accepted practice to follow the ethical guidelines 
set forth in the Bthical Standards/or Psychologists pub
lished by the American Psychological Association 
(Mal/II. 1983). Reiser's point is well-taken and should 
be confidentiality must be communicated to potentinl 
client~ (Rt'is('r, 1972). This clearly applies '0 officinl 
rererral!.. More specil1c ethical standards are needed ror 



psychologist who work with police. There is a move 
afoot in the profession for the development of such 
guidelines. It is maintained that such guidelines should 
include the separation of candidate evaluation. police 
officer evaluation, and treatment functions within the law 
enforcement agency, so that one police psychologist does 
not serve in all three roles. 

In general, then, the roles of the psychologists who 
work with the police population are difficult ones. This 
is a very specialized Iield and only psychologists with 
experience in these areas are able to properly perform 
the work. One should not forget that these psychologists 
work very closely with individuals Who are licensed to 
carry Iirearms. There is very little room for error in 
clinical judgment. Inaction also can be a serious error. 

Although they are w~)rking from different perspectives, 
both police psychologists and psychological consultants 
to law enforcement agencies must cooperate with each 
other and share their theoretical and practical knowledge. 
This cooperation will enable us to develop and strengthen 
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the psychological intervention methods used with police. 
The field of police psychology must further explore and 
clarify the important issues of responsibility to and con
fidentiality for the populations served. It is hoped that 
this paper has helped to do so, even if only in a small way. 
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A SYSTEM FOR tHE DELIVERY OF PHYSICOLOGICAL SERVICES 
FOR POLICE PERSONNEL 

Douglas Gellts. Ph.D. 

Many law enforcement. agencies across the country 
now utilize the services provided by psychologists. As 
this trend becomes more prevalant, it generates a need 
to provide psychological services within a clearly 
organized structure. A non-profit corporation, funded by 
the municipality for the sole purpose of delivering 
psychological services is a viable aItemative to more 
typical delivery systems. Any system for deliverying such 
services needs to include, at minimum; a realistic descrip
tion of the services offered, statements of qualifications 
and roles of the service providers, a record-keeping 
system that allows for accountability while insuring con
fidentiality, and clearly stated procedures. 

Delivery systems for psychological services can be 
organized '.vithin the structure of law enforcement agen
cies. Delivery systems for psychological services are typ
ically structured in two ways. Those systems organized 
directly within the structure of law enforcement agencies 
often receive the label "In-House" programs. Agencies 
also have the option of contracting with local clinics, 
organizations, or individuals. This type of delivery 
system is often referred to as an "Out-of-Housse" prog
ram. Each of these approaches have their advantages and 
shortcomings. Personnel may view the "In-House" 
psychologist as a "tool" of the administration, while the 
"Out-of-House" consultant may give the impression of 
a lack of availability andlor commitment to working with 
police officers. 

On the positive side. the "Out-of-House" consultant 
may provide a more secure feeling concerning confiden
tiality as a result of his or her greater separation from 
the department and the full-time "In-House" psychologist 
will likely prove more available and more knowledgeable 
concerning police-related problems and concerns. 

A third way to structure a psychological delivery 
system does exist. Creating a private, non-profit corpo
ration funded by the municipality, eXclusively orientcd 
toward provi.ding psychological services for the law 
enforcement agency appears to maximi,.;.(' the advantages 
of both approaches. Such an organization separates the 
progrum from direct inclusion within the Police Depart
ment, yet allows it to operate for the benefit of the depart
ment's personnel. In this wny the organization maintains 
its independence fr()m the Department. yet exists sole!y 
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to serve the Department. Depending upon the needs and 
structure of the municipal government. this same organi
zation can be made available to assist Fire Dcpartment 
personnel as well. 

A strong connection to the municipal government can 
be maintained by selecting as members of the Board or 
Directors key city officials such as the Chief of Polict!. 
the Chief of the Fire Department, the City Personncl 
Director, City Budget Director, and at least onc member 
from the community at large. While this board would 
certainly not have access to confidential tiles. it would 
take responsibility for policy decisions. Such individllllis 
serving as the Board of Directors could insure that the 
services delivered by the organization matched the needs 
of recipients. Once the private. non-profit organization 
is chartered and the Board of Directors is formed. the 
remainder of the organization may be structured. 

The first issue which requires attention consists of a 
realistic and clear description of the services the organi
zation will provide and who will be eligibile to receive 
those services. Although all services will likely till impor
tant needs. it would seem appropirate to state thcllI in 
terms of their importance and priority. For example, the 
organization might offer the following services in the 
following order ()fpriority: Direct Services (ie: Individual 
or Marriage/Family counseling); Education/Training (ie: 
Stress Management programs); and Research and 
Development (ie: research regarding Post Shooting 
Trauma). Policy decisions concerning who will be elig
ible to receive services need to be clearly stated. For 
example. the organization may be mandated 10 serve 
police officers and fire-fighters, i!l1!l1edinte family !l1em
bers of police officers and fire-fighters. and civilian 
employees of either police or fire departments. in that 
order. 

Next, the organization needs to include clear de~crip
lions of the expectntions and roles of its starr members. 
While the most traditional or obvious response to this 
need would call for an Executive Director. Clinical SCI'. 

vices Personnel. nnd Clerical Personnel. other pos
sibilities may prove more efficient. An ultcrnative .. truc
ture might consist of appointing a Program Admini.,tralnr 
to take responsibility for budget and clerical matter., and 
a Chief Psych()logisl to take responsibIlity for till dini<:al 



and other service activities. Needless to say, a cooperative 
working arrangement and equal access to the Board of 
Directors would prove necessary. Very clearly stated job 
descriptions would be required to give this type of system 
a fair chance of success. This system can also easily 
adjust to coordinating and utilizing a broad range of 
mental health professionals from the surrounding com
munity. Advantages of using mental health professionals 
from the community include greater assurances of deliv
ering a very high quality of service and increased involve
ment of the local mental health professionals in a produc
tive, positive way with the law enforcement profession. 

Accountability issues and professional responsibility 
require a carefully constructed record-keeping procedure. 
Confidentiality must be safeguarded, while responsible 
accounting for service delivery must be available to the 
Board of Directors and indirectly to the tax-payers which 
the Board represents. The organization should, at 
minimum, have the ability to state the number of hours 
spent delivering services by category and the number of 
people served within categories when appropriate. An 
example of such a system may be found in the appendix 
of this article. 

Note: In order to further clarify the statements made in this paper. 
examples of service descriptions. position descriptions. a record
keeping system. and operating procedures arc included. Also attached 
arc procedures for incorpoMing the services of mental health profes
siunals from the surrounding community who may be utilized on u 
contractual basis as consultants. 

Finally, procedures for the activities of the organization 
need to be spelled out in writing. Such details as the 
information clients receive on their first visit; who takes 
responsibility for obtaining consent-to-treat authoriza
tions; how records are kept and who keeps them; how 
consultants are reimbursed for service and who authorizes 
their reimbursements; and how will Behavioral Cause 
Evaluations proceed. represent only a few of the activities 
which require written, consistent procedures. Such pro
cedures, once established, increase the probability of 
timely, professional service as well as minimizing the 
possibilities of role conflicts and confusion. 

The need for realistically stated descriptions of services 
offered, clearly defined role expectations of the organiza
tional staff members, confidential and responsive record
keeping systems, and standardized operating procedures 
apply to any psychological service delivery system, 
whether it falls within the "In-House" or "Out-of-House" 
model. An organization that is formed with the goal of 
combining the advantages and minimizing the shortcom
ings of both models has an even greater need to 
demonstrate its professional and organizational integrity. 
It must be prepared to represent itself as providing high 
quality service to the law enforcement profession, to the 
psychological profession. and to the tax-paying com
munity which provides its funding - and in the final 
analysis. benefits as a result of its existence. 

PSYCHOLOGICAL SERVICES 

Authority Flow-Chart 

Board of Dircctors 
(Five members, majority rule) 

ChicfPsychologist ___________ --'-1 ________ Program Administator 

(Service Dclivcry Matters) (Administrlltivcand Clerical Mattcrs) 

Mental Hellith Consultnnts 
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PSYCHOLOGICAL SERVICES 

Categories of Services 

Direct Services (to officers and/or their families) 

Descriptions: 
A. Intake-initial meeting with psychologist 
B. Psychological Counseling 

1. Individual Counseling 
2. Martial Counseling 
3. Family Counseling 

C. PsychoJogicial Assessment (testing) 
D. Case Consultation as appropriate (ie; follow-up 

with M.D.s, case planning and management, 
etc.) 

E. Referrals when appropriate. 

Provided by: 
A. Chief Psychologist 
'B. Contract Consultants 

Consultative Services (to the department) 

Description 
A. Pre-employment SCieening 
B. Behavioral Cause Evaluatioll 
C. Hostage Negotiation Team 
D. Hypnosis Monitoring 
E. Suspect Profiling (contingent on additional 

training) 

Provided by: Chief Psychologist 
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Education/Training Services (with officers for 
the Dept.) 

Description: 
A. Presentations 

I. Stress management 
2. Post-shooting trauma 
3. Explanation of Psychological Services 
4. Other 

B. Workshops, training seminars 
1. Peer counseling for officers 
2. When and how to make referrals 
3. Communication skills 

Provided by: Chief P Jychologist 
or Contract Consultants 

Research and Development Services (for future 
improvements in delivery of Direct Services, Consulta
tive Services, and in Education/Training Services) 

Description: 
A. Post-Shooting Trauma research 
B. Needs Assessment for specific Education or 

Training programs 
C. Specialized training (ex: suspect profiling) 
D. Research on effective pre-employment screening 
E. Other 

Provided by: Chief Psychologist 
or Contract Consultants 
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CHIEF PSYCHOLOGIST 

POSITION DESCRIPTION 

Necessary Qualifications 

Ph.D. in Counseling or Clinical Psychology 
Licensed as a Psychologist in the State of Oklahoma 

Desired Qualifications 

Minimum of five years of experience in the provision of psychotherapy or psychological counseling 
Minimum of five years experience in the use of objective psycohological tests. 

Responsibilities 

A. Professional Responsibilities 
L. Direct Services 

a. Psychological counseling including individual, family, and martial counseling 
b. Pelformance and/or review of all intake interviews 
c. Referral to Consulting Direct Service Providers when appropriate. 
d. Referral to outside agencies or professionals when appropriate (ie., M. D. 's, Alcohol Treatment Facilities, 

Employee Assistance Programs, etc.) 
e. Case consultation as necessary 
f. Psychological assessment (testing) as applicable to counseling cases 

2. Consultation Services 
a. Perform/provide pre-employment screening in cooperation with City Personnel, TPD, TFD 
b. Perform/provide Behavioral Cause Evaluations 
c. Perform/provide other consultative services as requested by the Depts. (Hostage Negotiation Team, 

Suspect Profiling, etc.) 
d. Cooperative effort with City Personnel on continued development of selection methods 

3. Education/Training Services 
a. Perform/provide presentations and/or in-service training on psychologically related topics such as stress 

management, communication skills, refelTal methods, etc. when requested. 
b. Suggest or recommend specified presentations as appropriate 
c. Research and recommend specified training needs that recognized outside consultants or trainers could 

provide 
4. Research and Development 

a. Field observation 
b. Acquisition of special training 
c. Assess need for Educ/Training Services 
d. Involvement in appropriate national, state and local professional organizations 
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B. Program Respollsibilites 
1. Coordinate and manage the involvement of Consultants from the surrounding professional community 

for the provision of additional Direct Services 
a. Recommend specific qualified individuals from the community to the Board of Directors for inclusion 

on a list of approved Consulting Direct Service Providers 
b. Make all referrals to Consulting Direct Service Providers 
c. Receive appropriate follow-up in regard to cases referred to Consulting Direct Service Providers 
d. Authorize billing from all Consulting Direct Service Providers 
e. Insure appropriate record-keeping in regard to Consulting Direct Service Providers 
f. Review the list of Approved Consulting Direct Service Providers on a regular basis and recommend any 

deletions or additions 
2. Coordinate the involvement of Consultants brought in to offer specitlc Educational or Training seminars 

a. Establish the specific need for such contracted seminars through the Depts. 
b. Oversee the necessary arrangements 
c. Establish evaluation of the response to such contracted seminars 

3. Program Evaluation 
a. Recommend to the Board of Directors plans for a yearly Program Evaluation performed by an outside 

professional 
b. With Board approval make arrangements for the Program Evaluation 

4. Program Operation 
a. Shall be aware of the duties and responsibilites of the Program Administrator and shall work with the 

Program Admin. in making recommendations for the routine operations of the organization such as, hours 
and days of operation, scheduling, maintenance of records, creation of new recording systems as needed, 
budgeted and operating expenditures, employee vacation and sick leave, perfol1llance evaluation of 
employees, etc. 

b. Recommend significant policy or program changes to the Board of Directors as needed as relates to direct 
services 

c. Shall make timely recommendations for budget changes in the preparation of the yearly budget proposal. 

262 



ADMINISTRATIVE: 

Budget! Accounting: 

Consultant 
Support: 

Board 
Support: 

Advisory 
Support: 

Office 
Support: 

Secretarial: 

BOARD DIRECTED 

PROGRAM ADMINISTRATOR 

POSITION DESCRIPTION 

Prepare or acquire financial reports necessary to keep Board informed of financial status of 
organization 

Prepare new-year budget proposal and end-of-year budget projections 
Monitor budget expenditures in each acct. 
Submit organization Invoices/Warrent Requests for payment 
Prepare Invoice/Warrent Request report for board each month 
Maintain all necessary records to assist the various departments of the City of Tulsa (i.e., 

payroll, accounts payable, legal, etc.) 
Maintain audit of Consultants hours by catagory and by dollar amount budgeted 

Arrange for initial intake interview for all clients with Chief Psychologist. Arrange for immediate 
telephone consultation with the Chief Psychologist if necessary. 

Client appointments and client contacts 
Clerical support 
Preparation of monthly invoices for request of payment 

Audit on-going issues needing board action 
Make all necessary arrangements for board meetings 
Assist Chairman in preparing agenda 
Notify members of meetings 
Prepare and distribute necessary meeting data 
Report on status of office operations (i.e., Warrent Requests made, Budget, Staff Hours, etc.) 
Fulfill all requirements of the Open Meeting Act if necessary 
Attend and take minutes 

Make all necessary arrangements for Council meetings 
Assist in preparing agenda 
Notify members of meetings 
Collect and distribute necessary meeting data 

Responsible for ongoing development and maintenance of the clerical support system for service 
delivery staff (I.e., correspondence; information system; inter-staff relationships) 

Maintain terms of lease agreement for physical facility 
Requisition, accquisition, distribution and maintenance of all equipment and expendable items 

Telephone correspondence 
Reception of requests for service and appropriate referral 
Assist clients by providing appropriate information to initiate service 
Arrange client appointments and maintain calendars for service delivery staff 
Assist staff in documenting service delivery 
Maintain filing system for general office operation 

All contract and budget revisions for the Organization and the City of Tulsa 

Lease problems of physical facility 

Capital expenditures and purchases over $25.00 

Initializing ancVor amending Policies and Procedures 
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PSYCHOLOGICAL SERVICES 

Reporting System 

Direct Service 

I. Client Cards: At the time of the initial visit a card is made out for the new client. It includes name, date of 
intake, home phone number, age, sex, duty assignment, cases number, and the service provider's initials. The remainder 
of the card consists of a seven line column labeled with names of months. The intake interview and all subsequent 
visits are recorded on the appropriate line using a code and status system. These cards remain confidential. 

2. Code and Status List: 

CODE 

1. Individual Counseling 
2. Marital or Family Counseling 
3. Individual Counseling-Family Member 

STATUS 

11. Intake interview 
12. Evaluation or information from another service needed before further appoinbnents. 
13. Testing 

21. Will continue at client's desire-no appointment made 
22. Further appointments needed-Scheduled next visit 
23. No-show-Client did not appear or cancel 
24. Client cancelled with 24 hour notice and rescheduled 
25. Unscheduled consultation (ie; hospitalization, phone consultation, etc.) 
26. Consult with M.D., case planning and management, staffing, etc. 

41. Counseling terminated-no further visits necessary 
42. Counseling terminated-possible follow-up initiated by client later 
43. Counseling terminated by client-no explanation (No-show) 
44. Counseling terminated-client referred to another agency 
45. Counseling terminated-by client-Service Provider does not necessarily agree with client's decision 
46. Counseling terminated-with contract for contact later 
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3. Examples: 

Name: John Doe Date: 8-4-84 Age:~ Case # 455 

Home Phone: 787 6767 Duty: UDE2 S.P. SF 

Date-Code--Status-#seen-Hours 

July August September October Nov 
4-1-11-1-1 2-1-22-1-1 
11-1-13-1-1.5 2-1-26-0-.5 
11-1-22-1-1 9-1-42-1·1 
18-1-22-1-1 

January February March April May 

John Doe had an initial appointment on August 4, requesting individual counseling and was seen for a period of one 
hour. He was rescheduled for testing on August 11, which took one andd a half hours, and was then seen for an hour 
of individual counseling on the same day. He had further individual one hour appointments on August 18 and on 
September 2. On Sept. 2 his therapist spent one half hour consulting with John's physician or "taffing his case, or 
doing case planning. On Sept. 9 he had a final session and he was told he could reinitiate counseling at a later date 
if needed. 

4. Monthly Report of Direct Service: Consists of transposing the information from the appropriate month column 
on all the cards which have been active that month. 
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5. Example follows: 

Monthly Report for 
~S~e~-I~'ce~Pr-ov~i7de-r-------------------------------- Mo/Yr 

Direct Service Activity by Code 

Code # Cases Intakes Testing Terminations Contacts Hours 
1. 
2. 
3. 

If requested the Monthly report for each Service Provider could be expanded to provide more specific information as 
follows: 

Monthly Report for ~-:---=---:--:--____________________________ _ 

Se~ice Provider 

Direct Service Activity by Code and Status 

Code #Cs 11 12 13 21 22 
1. 
2. 
3. 

Notes: #Cs--Total cases active this month 
Numbers--refer to status list 
Ct--Total contacts this month 

23 

Hr--Total Direct Service Hours this month 

Consultative Services 

24 25 26 41 42 

Mo/Yr 

43 44 45 46 Ct 

1. Consultative Services Slip: Consists of a slip which breaks Consultative Services into recording categories. 

2. Example: 

CONSULTATIVE SERVICES 

Pre-Employment Screening 
Behavioral Cause Evaluation 
Hostage Negotiation Team 
Hypnosis Monitoring 
Other ( ______________________________ ___ 

1. Date: 2. Time: ______________________ ___ 

3. Staff Member: ______________________________ _ 
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Education/Training Services 

1. Education/Training Slip: Consist of a slip which breaks Education/Training Services into recording categories. 

2. Example: 

EDUCA nON/TRAINING SERVICES 

Date: 

___ 1. Group Presentation 
A. Type of Group __________________________ _ 
B. Number Participants _________________________ _ 

C. Topic 
___ 2. Training Seminar or Workshop 

A. Topic 
B. Number of Participants ________________________ _ 
C. Meeting Number __________________________ _ 

Time: Staff Member: _______________ _ 

Research and Development Services 

1. Research and Development Services Slip: Consists of a slip which breaks Research and Development Services 
into recording categories. 

2. Example: 

RESEARCH AND DEVELOPMENT 

Specialized Training 
Needs Assessment for Education/Training 
Research Project ( ________ . ____________________ ) 

Development Project ( ) 
Other ( ) 

Date: Time: Staff Member: _______ _ 

MONTHLY REPORT FOR Consultative, EducationallTraining, and Research and Development Services: Consists of 
transposing information from each of the slips (filled out by the consultant at the time of service) to the Monthly 
Report Sheet. (Example on following page.) 
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Monthly Report for Consultative, EducationlTraining, and Research and Development Services 
forMonthof ____ , 198 _ 

Consultative Services 

Screening 
Beh. Cause Eval. 
Hostage. Negot. Team 
Hypn. Monitoring 
Other 

1. 
2. 
3. 

total 

EducationallTraining 

Group Presentations 
1. 
2. 
3. 

Training Seminars 
1. 
2. 
3. 

total 

Research and Development 

Project 
1. 
2. 
3. - 4. 

total 

Summary 

Consultative Services 
EducationlTraining 
Research and Development 

total 

time 

time 

-•. 

time 
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staffmemb. 
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PSYCHOLOGICAL SERVICES 

General Information for Clients 

Psychological Services office provides a wide range 
of psychological services to all employees of the Tulsa 
Police and Fire Department and their families, and other 
City employees are afforded the service on a limited 
basis. The following information is provided to assist 
you in availing yourself of these services: 

1. All services delivered by Psychological Services are 
provided at no charge to clients. 

2. All clients or visitors of Psychological Services are 
BY APPOINTMENT ONLY. All applicants forinter
view and evaluation or testing are by appointment or 
appropriate introductory memorandum. 

3. ALL SERVICES ARE CONFIDENTIAL. No infor
mation is provided to anyone as to who has ... or 
is ... making use of the services. Since the service 
is cofidential, the staff does not admit the presence 
of clients to any inquirer (for instance-telephone 
caller), even members of the client's immediate 
family. If it is necessary that you receive a telephone 
call or message in this office, please inform the Office 
Manager. 

4. Occasionally, an emergency will arise requiring the 
cancellation of scheduled appointments. Should this 
occur the Psychologist involved will make every 
effort to contact you. However, no messages will be 
left with anyone but you, personally. This procedure 
is to protect confidentiality to our clients. 

5. In the event it is necessary for you to cancel an 
appointment, or reschedule your visit, please inform 
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the Office Manager of the change 24 hours in advance 
if at all possible. ft is not necessary to contact the 
Chief Psychologist. All appointments for the office 
are coordinated by the Office Manager. THE TELE
PHONE NUMBER 18: 749-0034. 

6. Should R crisis develop and you require IMMEDIATE 
ASSISTANCE, inform the Oftlce Manager that YOII 

do have an emergency and every effort will be made 
to place you in immediate contact 'with the 
Psychologist. If there is no answer at the office, home 
phone numbers are listed in the TPD personnel roster 
for both Dr. Gentz and Ms. Langridge. For Tulsa 
Firefighters. home numbers are available through 
EOC. 

7. In order to protect your confidentiality to the best of 
our ability, an individual who is scheduled for coun
seling may not wait extended periods of time in the 
reception area. We anticipate your arrival no earlier 
than 10 minutes prior to your scheduled appointment. 

8. Services are contingent upon client's signature on a 
standard statement of understanding form provided 
by the Office Manager. 

9. In the interest of providing both timely and profes
sional service clients may be referred, at the discretion 
of the Chief Psychologist, to one of the Licensed 
Mental Health Professionals who consults for 
Psychological Services. Psychological Services shall 
directly reimburse the consulting professional. There 
shall be no charge to the client for services authorized 
by the Chief Psychologist; and confidentiality will be 
maintained. 



PSYCHOLOGICAL SERVICES, INCORPORATED 
5515 South Lewis 

Open World Garden Office Complex 
Tulsa, Oklahoma 74105 

(918) 749-0034 

Letter of Understanding 

--------:---"7"'""':.,---------- voluntarily make application, and give consent, for 
(name of client) 

treatment (psychologicval counselling/psychotherapy/psychological testing or evaluation) from Psychological Services, 
Inc. I understand that I will not be charged for services 1 receive from the staff of Psychological Services or for 
psychological services authorized in writing by the Psychological Services Chief Psychologist. 

Client 

Date 
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PSYCHOLOGICAL SERVICES, INCORPORATED 
5515 South Lewis 

Open World Garden Office Complex 
Tulsa, Oklahoma 74105 

(918) 749-0034 

Consent for Follow-Up 

I give my consent to be contacted after services are 
terminated for follow-up and my evaluation of my satisfaction with the service I received. r also understand that this 
information may be used as part of a surveyor audit but that my name as a client will remain confidential. 

Date 
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PSYCHOLOGICAL SERVICES, INCORPORATED 
5515 South Lewis 

Open World Garden Office Complex 
Tulsa, Oklahoma 74105 

(918) 749-0034 

Consent for the Release of Confidential Information 

I, ________________ ~----~~------------------authorize 
(name of client (name of person making disclosure) 

--------:-----::-----~-:-:-:_7:_7--___=_--_:_:-------- the following information: to disclose to 
(name of person to which disclosure is made) 

In addition, if I accept a referral to another Mental Health Professional, I also auth\.LQnu·Lolze"-:-__ ---,:-::-: __ -:-:-:--:-:-:::--:~-
(name of Mental Health Prot) 

to disclose to Psychological Services progress reports concerning diagnosis, treatment, and prognosis. 

Executed this ______ dayof ______ 19 _. 

Client 

Psychological Services 
Chief Psychologist 

Parent or guardian or authorized representative 
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I, 

PSYCHOLOGICAL SERVICES, INCORPORATED 
5515 South Lewis 

Open World Garden Office Complex 
Tulsa, Oklahoma 74105 

(918) 749-0034 

Consent for Treatment of Minor Clients 

__________ ~----~----~~--~~----------authorize 
(name of parent or legal guardi:m) 

to provide psychological services deemed appropriate to ______ _:_--.,-:-"...,-~-...,--_:_--------
(name of child or legal ward) 

I understand that I am entitled to "Informed Consent" and that I will be informed of the type of treatment(s) to be 
used and probable consequences. 

As a parent or legal guardian, I understand that I have the right to review my child's or ward's records. Accordingly, 
I understand that my inspection of these records may prove harmful to the therapeutic process and result in termination 
of therapy or other mental health services at discretion of Dr. __________________________ _ 

Executed this _______________ dayof ________ , 19_. 

Signature of Parent/Legal Guardian 

Chief Psychologist 

273 



BEHAVIORAL CAUSE EVALUATION 

The purpose of the Behavioral Cause Evaluation consists of providing the Chief of Police with the OPTlON of 
acquiring information of a psychological nature to use as ONE factor in his decision-making process concerning 
disciplinary actions. 

Only the Chief may order a Behavioral Cause Evaluation. 
A psychologist, licensed by the State of Oklahoma, will perform the Behavioral Cause Evaluation. 
The psychologist, licensed by the State of Oklahoma, will perform the Behavioral Cause Evaluation. 
Examples of the appropriate usage of a Behavioral Cause Evaluation might occur in response to employees who 

have sustained complaints or who receive repeated complaints of a similar nature, or who exhibit behavior which 
suggests severe emotional disturbance. 

A Behavioral Cause Evaluation will usually include both psychometric testing and psychological interviewing at the 
discretion and judgement of the psychologist performing the evaluation. 
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BEHAVIORAL CAUSE EVALUATION 

Policy/Procedure 

Behavioral Cause Evaluation 

A. Authority and Responsibility 

I. The Chief of Police or the Fire Chief may order a Behavioral Cause Evaluation to be initiated whenever he 
or she feels it is in the best interest of the employee and/or the department. 

2. The employee ordered to undergo a Behavioral Cause Evaluation must provide written acknowledgement that 
he or she understands the Behavioral Cause Evaluation procedure and an express written consent enabling the 
psychologist to release his findings to the Chief of Police or the Fire Chief. The acknowledgement and the 
consent to release information must be provided prior to the interview with the psychologist. 

3. For an example of the written acknowledgemment and consent, please refer to attachment. 

4. The Program Administrator or PS or the Chief Psychologist will coordinate the Behavioral Cause Evaluation. 

B. Who may ulldergo a Behavioral Calise Eva/uation 

I. Employees who receive complaints which are sustained and/or who receive repeated complaints of a similar 
nature. 

2. Employees who exhibit behavior which indicates a severe emotional disturbance. 

C. iI!/ormatiol/ to be supplied: Duplicated biographical data and departmental history data will be provided by the 
appropriate department and hand delivered to the Program Administrator or Chief Psychologist. No duplication 
of these documents will be made by PS. Documentation will then be retumed to the proper department. 

D. Psychometric Testing: All psychometric testing will be at the discretionb of the psychologist. Referral to an outside 
assessment specialist for diagnostic testing will remain an optwn to the psychologist, at his/her discretion. 

E. Interview with Psychologist: All employees entering a Behavioral Cause Evaluation will be interviewed by a Ph.D. 
level psychologist, licensed by the state of Oklahoma, who will have the biographical data available or gathered 
at his discretion. Any information obtained by the psychologist which does not in his or her judgement relate to 
the specific incident or problem under investigation wilI be considered a privileged communication and will not 
be entered into the departmental file or history on the employee. 

F. Results of (he Behavioral Calise Evaluation: 

I. The psychologist shall make a report of his or her findings and will present those findings to the Chief of 
Police or Fire Chief for consideration in determining what, if any, disciplinary action might occur as a result 
of the initial complaint. 

2. The Chief Psychologist at his/her discretion may schedule a follow-up meeting with the subject of the evaluation 
for a debriefing of the results. 
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PSYCHOLOGICAL SERVICES, INCORPORATED 
5515 South Lewis Avenue 

Tulsa, OK 74105 
(918) 749-0034 

Acknowledgement of Understanding Procedure of Behavioral Cause Evaluation and Consent to Release Information 

_______ _:_---::----:----:----:~:__:------ have read and understand the policies of 
(name of person undergoing evaluation) 

Psychological Services applicable to the Behavioral Cause Evaluation. I hereby give my express w.ritten consent to 

-------~=-:--:::--:--__:__c:__~:____:_-:--_:_:__------- to release his findings to the appropriate Chief 
(Ph.D. level licensed psychologist) 

________ -=-:-:-_-=:--~--==:_:_:_-:---------- as outlined in the Policies of Psychological Services. 
(Police or Fire Chief/Title) 

Person undergoing evaluation 

Witness 

Date 
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SERVICE PROVIDER CONTRACTS 

An agreement could be secured between Psychological Services and each professional appointed by the Board to 
serve as a Service Provider. In addition to what the Legal Counsel to the Board recommends, the following items 
would seem to fit well as elements in the agreement. 

1. Each provider should understand that his or her bill will be submitted for reimbursement when that provider has 
also submitted all data required by Psychological Services for record keeping purposes (ie: data necessary for Monthly 
Reports). 

2. A brief follOW-lip letter to the Chief Psychologist describing presenting complaints and expected length of 
counseling. 

3. A statement of understanding that clients should be terminated after three successive no-shows or cancellations. 

4. A case-consultation with the Chief Psychologist should the course of counseling exceed 12 sessions. 

5. That the provider may bill for scheduled sessions which are cancelled or missed without twenty-four. hour advance 
notice to the provider's office. 

6. That the provider may not bill Psychological Services for services rendered to clients who do not present a referral 
request signed by the Chief Psychologist. 

277 



PSYCHOLOGICAL SERVICES INCORPORATED 
5515 South Lewis 

Open World Garden Office Complex 
Tulsa, Oklahoma 74105 

(918) 749-0034 

Date 

Name of Consultant 
Address 

Dear: 

I am writing a letter in follow-up on your earlier indication of interest in providing consultation services that would 
be referred from Psychological Services. Psychological Services is a private non-profit corporation contracted to the 
City of Tulsa to perform psychological services for the police and fire personnel and their immediate family member. 
All costs are reimbursed by the city and not borne by the clients. Because of a small in-house staff there will be times 
when referrals to subspeciaIists (consultants) will be indicated, and it is therefore necessary to develop agreements 
with subspecialistss in our area. Because of the direct funding of our program by the City of Tulsa, it is necessary 
that special understanddings and agreements be achieved between Psychological Services and consultants. We are 
therefor asking you to agree to the following understanding: 

1) You will agree to see PS clients on referral from the Chief Psychologist of PS. 

2) The initial appointment between the PS referral and your office will be made by the PS Program Administrator. 
The referral client should however present a Referral Request (see example) to you or your staff upon arrival 
for the first appointment. This form serves the dual purpose of documenting the referral from PS andd also 
indicating the service we are requesting. If the patient does not have a Referral Form, a phone call should be 
placed to the offices of PS to see if indeed the office visit has been authorized by our Chief Psychologist. 

3) We ask to be consulted prior to proceeding with any evaluation or procedure beyond that which was initially 
authorized. Testing, ifnot done prior to the first visit in your office, should be referred back to PS for completion. 

4) We ask that you complete a consultation report on each patient that we refer to you and return that note to us 
for inclusion on our patient records. This report would be due upon completion of authorized services (noted 
in Referral Request). 

5) PS, a community service organization, will pay $60.00 per full treatment hour. We understand that this is just 
below prevailing office rates. Reimbursement will take approximately thirty days from receipt of your statement 
in our office. 

6) We ask that you submit your statement directly to us. We ask that you do not seek payment at any time from 
a PS client. It is important to remember that a PS client must present an appropriate signed referral form to 
insure payment through PS. If service is rendered to a PS client without the appropriate signed referral form, 
this should be considered an unauthorized visit, and you should bill the patient directly in that circumstance. 

7) You may bill for a no-show appointment (notice not given of cancellation or reschedule less than 24 hours in 
advance of appointment). After three no-show appointments (the limit you may bill for per client) the case 
should be considered terminated. 
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8) You billing statement to PS must include the following information for each case: 
A) Client Case Number (as noted on referral foml) 

NO BILLING STATEMENT SHOULD CONTAIN CLIENT NAME, 
B) Date of appointments, 
C) Number of people seen per appointment (couples, family members, etc.) 
D) Length of appointment (standard 50 minute session would equal I hour) 

No-show clients should be noted by date on clients not providing the necessary 24 hour notice of cancellation 
or reschedule. 
The bill should conclude with the total number of hours and the rate of $60.00 per hour. 

9) You may submit statements on a monthly basis or at the end of the authorized treatment period. Your consultation 
report would then be included with your final statement. 

10) This Letter of Agreement represents an understanding between Psychological Services and it's consultants and 
can be severed by providing the other party with written notice. 

I sincerely hope that the above Agreement is acceptable to you. It provides us with the mechanism by which we 
can maintain a cost effective program; provide a high quality of care; and assure our consultants that his/her fee will 
be paid promptly and in full. There may be parts of the Agreement that are confusing to you, and r would certainly 
be glad to meet with you upon your request to discu~~ <'lis personally at any time. If you should have any questions 
regarding the Agreement, please do not hesitate to give me a telephone call and we will discuss this further. If, 
however, you find the Agreement acceptable, I would appreciate your signing at the bottom of this letter and returning 
the original to my office for filing. The copy is for your own records for future reference. We are looking forward to 
working with you on numerous occasions in the future. 

Sincerely, 

Chicf Psychologist 

I hereby agree to the above understanding and will accept referrals from Psychological Services according to the terms 
as outlined above. 

Datc Signature 
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FLOW CHART FOR CLIENT 
SELF REFERRAL 

I 
Client phones for an appointment 

I 
Initial Appointment 

P .A. • 1. Information for Clients 
P .A. • 2. Signs Stmt. of Understanding or Minor Treatment Form 
P .A. • 3. File and client card set up 

C.P.· 4. First visit with Chief Psychologist 
C.P.· 5. Decision to: 

C.P. 
C.P. 
C.P. 
C.P. 
C.P. 
C.P. 

P.A. 
P.A. 
P.A. 

Cons. 

Cons. 
Cons. 
Cons. 
Cons. 

Refer 

Initial call to Consultant 
Obtain Release or Minor Treatment 
Sign Referral Authorization 
Evaluate any needed testing and arrange 
Review referral procedure with client 
Make more detailed report to consultant if necessary 

Makes initial appointment for client w/consultant 
Completes Referral Authorization 
Completes Consent to Release 

Receives phone call from C.P. and initial appointment 
arrangement with client 

Receives Consent to Release and Ref. Authorization 
Makes subsequent appointments with client 
Provides bill to PS with pertinent information 
Writes final follow-up report to C.P. 

Keep 

P .A. Arrange for any necessary testing 
P .A. Make return appointment 

*P.A. -Program 
Administrator 

*C.P. - Chief 
Psychologist 
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C.P. Further appointments with client 
C.P. Terminate 



Reject Referral 

I 
End 

~' , 

FLOW CHART FOR CONTRACT CONSULTANTS 

Receive call from Psychological Services Chief Psychologist 

Accept Referral 

P .A .... to arrange appointment with Client 

Ir.sure Proper Documentation at first visit 
1. Referral Authorization 
2. Consent to Release Form 

Reschedule subsequent appointments 

Bill monthly by client number (including 
no shows, up to three times) 

Submit termination summary with final 
billing statement 

"'P .A. - Psych Services Program Administrator 
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PSYCHOLOGICAL SERVICES INCORPORATED 
5515 South Lewis 

Open World Garden Office Complex 
Tulsa, Oklahoma 74105 

(918) 749-0034 

Referral Authorization 

Send Bill to: P~ychological Serviees 
Attn: Ms. _, 
(addrc~s shown lIbovc) 

Send Report to; r.,ydlOlogieal Services 

[ n.,tructi()n~: 

Patient: 

Attn: __ ~ ____ ""_. __ "",,.~ "" •• "",_.c~ ,,_~., ____ ,._~_ •• Ph. D. 
(addre.,~ \hnwn above) 

I) Payment i .. authoriled for ~ervice .. indieated bl')ow 
2) All te.,ting .,houlJ be done by PS 
:lJ Authorilution ('or .,erviee~ expire~ 30 day~ from date or b~llam:e 
4) All corre.,pontlcnce (.,pccif'ieally hill.,) must give client number !!lot namcs) 
5) A report l11u.,t be given .• '" .• __ , __ .,,_,,_,,_. ____ . __ ._._,, __ .____ • Ph.D. 

ChicI' Psycho(ogi .. t. following allthorilcd treatment. A releu .. e has heen signed by client, copy 
m.lilablc upon request 

('ollslIl ta lion 

:-':ame 01 ('tll1,>ullllnt: 

, rdcphllnc: 

i .. .,ct for 

olTlee VI .. il." 

. Ph.D . 

. . , 
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GENESIS - BEGINNING OF A PSYCHOLOGICAL SERVICES UNIT 

Jesse L. Green. Ph.D. 

The Psychologicnl Services Unit (PSU) of the Fort 
Worth, Texas Police Department (FWPD) was initially 
created and totally funded under a one year Criminal 
Justice grant beginning on October I, 1983. This grant 
of approximately $93,000 wa!! awarded to the City based 
upon pa~t. present, ami anticipated future needs for a 
psychological service .. unit. The needed services as cited 
in the grant were directed toward psychological tl'~ting 
of applicants. stres~ managcment training. officer and 
family coun~e1ing and consulting with the tactical team 
in terms of selection of members. aberrant personality 
types and in hostage negotiations. Much of the documen
tation for personnel. equipment. and facilities for 
P.,ychological Services wns accomplished by Sgt. Terry 
Constance. the Polke Chnplin. who in tum was under 
the ,.,upervision of Depllty Chief Homer Clark. Sgt. Con
stance did an exemplary job in tlnticipating the various 
requirements inCluding but not limited to salaries. fringe 
benefits. direct operating expenses. supplies. furniture, 
and off'ice equipment int:1uding a micro-computer system. 

I wao; interviewed for the pO'iition in the latter part of 
October and began employment on November 29. 1983. 
I wus given an initial tour of the 'various divisions within 
the department and introduced to the various deputy 
chief~, In each division I was given lin enthusiastic wel
come and wa~ told of the long need for an in-house 
psychologist and associated services. Following this [ 
went t() the office site I'm PSU. The office it!>elf' was 
completely unfurnished. bare wall~. no furniture. just a 
phone sitting in the middle or the tloor. Arter being told 
not to punic. [ was assured the various office furniture. 
supplies. etc .• had already been approved for purchase 
and that it would only be t\ matter of days before deli very. 

For immedintc use. n desk and chnirs were obtained 
from surplus stock. I was, for the lime being. equipped 
for conducting bUf.iness. Shortly thereafter [ received a 
call frolll "City Purchasing" and spoke with an individual 
who was questioning initially the cost and construction 
of my desk being funded under the grant. After an initial 
discussion abollt the relative expense. I told him thut the 
pl'ice, specification and selection of the desk nnd other 
office furniture had been made prior to my being hired. 
An~r a few moments it became 'luite apparent that the 
cost etc .• of the office furnishings were not the buses for 
such questioning. Rather, I wus told the wood executive 
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desk and crendeza were as large or larger than that of 
other departmental chiefs. 1 Was then asked if [ could 
get by with a smaller, less expensive desk. This individual 
then related that because of the department moving into 
a new headquarters building there was a policy that all 
office furnishing would have to be uniform and "color 
coordinated," and "it would be more appropriate if they 
ordered the furniture," If became quite clear that [ had 
agnin run into the old nernis of bureaucratic statlls sym
bols. IL was apparent that the Police Department and City 
Personnel were having difficulty deciding just what my 
status and stature would be in the department. 

Another piece 01 equipment, a microcomputer, was 
funded under this Criminal Justice grant for the automated 
scoring of psychological tests. research and for data pro
cessing. My prior experience with computers in this area 
had been with the use of the Apple family and IBM-PC 
computers in connection with the scoring. profiling and 
interpretation of vnrious psychometric tests. Addition
ally. [ had used the Apple in an automated administration 
of biofeedJack training with the former Cyborg Bio Lab 
equipment and with my personal Apple HE which I used 
in my private practice and research. 

Based upon n survey of available software programs 
for psychological testing, accessories. l1exibility for 
research in driving ex.ternal hardw·are. and over all cost. 
I recommend consideration of'three computers; the Apple 
liE. IBM-PC and the Radio Shack TRS-80. The order 
also indicated my personal preference based upon my 
perception of satisfying the immediate and foreseeable 
needs of the Psychological Services Unit. 

Shortly thereafter I again was confronted by another 
bureaucratic expert on computers telling me that the 
Apple liE was an outdated, obsolete, piece of equipment 
and that Apple computers were not "state of the art," 
and that this company would be bankrupt. He promised 
to get with the other data processing expel1s and have 
the ideal computer identified which would meet my 
needs. 

During this interim period J brought my personal com
puter to the office. With a computer scoring and interpre
tlltion program for the MMPI, I was in business. It is 
now seven month, latel', and ( have just been informed 
that instead of an obsolete $3,800 Apple liE system. I 
wns getting n $Io.noo IBM compatible system-which 



with only "minor tuning" of various programs and prog
ramming would fill all my needs. The bureaucracy and 
"bean counters" have struck again! 

After getting the office furniture and equipment phys
ically arranged into a functional layout. [started a review 
of the vuriou'> activities and functions of the PSU in order 
to comply with the State grant. Aside from the usual 
adminbtrative quarterly reports etc., there was a listing 
of the various goah and milestones for the unit to 
accomplish over the ensuing tlscal year. Some of these 
goals were in-hou,>c pre-employment testing of applic
ant~. coun~ehng of recruit trainees. and counseling of 
police officer., anu their family members. In addition our 
unit was tasked with the development of a brochure 
designed (0 enable supervisors and officers to recognize 
early ~ymptOlm of stre<,s anu physiological effects of 
.,tre<;s. 

The PSl r wa., uhr, ta'lkcd in c()n~ulting with the Tactical 
Squad in rc<,pect to 'ielec(ion of teum member'>, ,>erving 
as an "on 'iitc" advisor in various hostagefbarracade inci
dents. and in e'itahli.,hing training of these officer') to 
better cope with the p .. ychological and phY'iical stressor" 
experienced on the Job. 

Involvement 01 officers in self mitiated coun'>eling 
\va.,. a'> expecl\~d somewhat .,Iow to develop. A~ide from 
the general reluctance of people in general. to seek pro 
rC'i~innal a .. .,i.,tancc and the .. ~tigma" of ~ecing a mental 
health prnl'e.,.,ionaf it would ,cem that the officer'.., had 
,cveruf r~'a.,on., tor being reluctant to a\'ail themsche .. 01 
the ,Cr\!CC" Ilffcn:u by the PSl!. One of the first major 
I'ae(lr .. that hau to he addre.,.,ed \\a, nne of credibility· 
from hoth ,\ prlltc .... ional. per .. onal lind aumll1i\trat'vc 
b:\"I'. 

In order to \.It\pt.'/ 'iOmc (If the Ill) th., cOl1ccrninp. 
".,11I'Inb'· tlnc of thc fil'.t requirement., wa .. ttl uJfferentiate 
tn Ihl! Ik·partml.!lf and llIall) III lhe lllfker., the.; differcl1cl!" 
bl!t\\l~l'r; a p<,~ .. :lllatt' ... 1t .1Ilt! 1l\)~·h(llogj'L rht! <,ccond pro· 
ce.,., 1Il t!'>tahll .. hlllg credihillty wn .. to a,wmt! a degre~' 
or vi.,ibilw by attending variou'> roll call .... and Visiting 
lht! various bureau Mikes Oil an informal ba .. i .. Another 
approach u'ied to let officer., know Ihut r and other 
p .. ychologi .. ts ,';ere "reid" pe(lple wa!. "riding in" with 
officer .. in the V<lflOU~ .,ector, and .,hifh. This. in my 
opinion \va., one of the Illmt expiditiou .. mean, of meeting 
and becoming known (0 the field personnel. The ofncer .. 
appeared to be Illore at ca~e in mcetll1g me in (heirterl'itory 
and in u familiar environment. By "riding in" not only 
wa .. I uble to get to know Ull officer on ,Ill individual 
ha'li'. but lhl'Oughllllt [he .,hin there \vlluld be nppnrl.Ullillc" 

to mee( the other officers on adjacent beats, during coffee 
breaks, and at meal times, 
The final source of obtaining credibility on a profes

sional and administrative basis was established through 
handling several cases referred by PSU by the Chief of 
Police and Internal Affairs. Conducting psychological 
evaluations of officers and making uppropriate recom
mendations in regard to these sensitive cases have served 
to clarify some of the roles and functions that u 
psychologist can serve in police department. 

The PSU is administratively placed under the Deputy 
Chief of Administration who is second in command of 
the department. Having immediate and direct access to 
the ChIef and Deputy Chief greatly increased the effec
tiveness of the PSU and enabled it to become more 
responsive to departmental needs. The personal and p.-:o
fhsional relationship with Chief H.F. Hopkins ami 
Deputy Chief Homer Clark may be described as being 
friendly. open. candid and one with mutual respect. Both 
of the~e individuals have reinfllfC=ed that the purpose of 
psychological referrals is to "call it the way you sec it." 
With this operational policy. there have been few occa
~ions when PSU ha'> declined to ,Iecepl the handling of 
certain subject matter of incidents as they were not con
sidered to be within the purview of the PSl! or outside 
the profes'iional competence of the psychologist. The 
limiting ~lf activitie!> and subject matter for PSU has, in 
m)' opinion. accomplished much in e~tablishing an iden
tity and the resource" that are available through PSU 
umong the vari()lI~ !>upervisory and management levels. 

Now aftcr some nine month's gestation. it would 
appear that the PSU in it~ infancy is looking forward to 
ne\v challenge" and opportunities in service to the depart
ment The grllnt untie,' which the PSU wa!> created has 
now reached the terminal phase~. The City or Fort Worth 
ha, fully budgeted the operati()n~ of the PSU for thc next 
n.,cal year. based upon the perfot'mance of the unit and 
it'i cont,'ibution to the ef'fectivens~ to the Police Depat1-
men!. The Chief of' Police and City Manager have actively 
'Iupported the PSU. It now i~ apparunl thut the Police 
Psycholngic,t and "luff are to be n permanent and indepen
dent unit of thc [)eputy Chief ()f Police administrative 
... tufl'. 

The attached outline listing the vuriou'> 'icrviccs anu 
activities of the PSU aptly .,erve, to illustrate the direction 
and breadth of involvement that a psychologi'iL elm use 
hi'> experti<;e anti training to contribute to the vlIriOll'i 
function'> of II police department. P'ychology i., "alive 
lind \.,ell" in the f· W I'.D 
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Outline of Functions and Activities 
of the PSU 

I. Psychological Assessment 
1. Testing and evaluation of applicants. 
2. Select.ing officers for special assignments (Tacti

cal, Intelligence, and Undercover groups. 
3. Developing automated scoring and interpretative 

programs. 
II. Research for Psychometric Tests 

t. Building a data base of recruit pertormance on 
various psychometric instruments. 

2. Trying to identify the various pemmality attributes 
of effective and productive officers. 

3. Performing a study to identify the various factors 
that contribute to the high attrition rate of officers 
during their tirst five years of employment. 

III. Training 
I. Conducting Stress Management seminars for offic

ers. 
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2. Participating in the various supervisory and man
agement training programs. 

3. Training and supervision of the member of the 
Traumatic Incident Corps in methods of assisting 
and working with other officers to cope with their 
traumatic stress experiences and helping them to 
minimize the negative effects of post traumatic 
and delayed stress reactions. 

IV. Professional Services 
]. Counseling individual officers in regard both per

sonal and professional adjustment problems. 
2. Counseling with officers and wives concerning 

marital and family difficulties. 
3. Consulting with the Tactical team on training in 

hostage negotiations and related psychological fac
tors in their assigned tasks. 

4. Correlating certain personality profiles, traits or 
behavior of indivj~uals suspected ot' bizarre, aber
rant. or deviant offenses. 



PERSONNEL AND CLINICAL PSYCHOLOGY 
IN CRIMINAL JUSTICE AGENCIES 

)ohll W. Kohls. Ph.D. 

INTRODUCTION 

Many people think of police psychology as simply an 
application of clinical psychology; but psychologists can 
assist law enforcement and other criminal justice agencies 
in many ways beyond the providing of clinical services. 
For example. psychologists who specialize in working 
with personnel issues cnn provide a very broad range of 
helping services. This paper will briefly describe some 
or the non-clinical service~ being provided by 
psychologists to crimin:ll ju!>tice agencies in California. 

Organizational Versus Personnel Psychology 

Industrial psychologists provide two basic kinds of 
!>ervices to organizations. The first type deals with organi
zational bsues. Que~tion!> which are addressed include: 
"How effective i!. the organization as a whole'?"; "Is the 
organization properly structured'!"; "How do employees 
view the organi.zation'?"; "Is m(~rule high or low'?". The 
goal i~ to asses!> organilation functioning and make 
appropriate change~. thereby increasing the possibility 
of the organization reaching its goals. 

Personnel psychologists work with imJivicllwls within 
organilation!>. The psychologists ask questions like: 
"What does this job consist ot~r'; "What knowledge, 
skills, and abilities are required to do thb job'!"; "What 
kind of person would be most likely to perform satisfac
torily'!"; "What constitutes satisfactory performance'?". 
The goal is to increase organiZational effectiveness by 
making sure that jobs arc wel1 designed, by selecting 
qualified people. by giving each person proper training. 
and by measuring whether workers arc performing at an 
acceptable level. 

Personnel Psychology 

In this paper, I am going to concentrate on those ser· 
vices which a personnel psychologist can provide to tI 

criminal justice agency. I believe that such services are 
critical to the effectiveness of the agencies with which 
we work. In law enforcement, for example, we arc all 
aware of the huvoc that can be created by ofticers who 
arc unsuited for police work or who are improperly 
trained. 

The application of personnel psychology involves a 
series of fairly standard steps: 
• the analysis of a job; 
• the definition and measurement of acceptable 01 

desired job performance; 
• the identification of basic knowledge. skills, abilities 

and other personal characteristics which a job candi
date must possess prior to being hired; 

) ob Analysis 

In recent years several major, statewide job analyses 
have been conducted in California Board of Corrections 
hus analyzed the jobs of correctional officer, juvenile 
institutions counselor. and probation ofticer. The 
California Commission of Peace Officer Standards and 
Trnining has studied the jobs of patrol officer, deputy 
marshal, and district attorney investigator. 

A wealth of infornlation WaS generated in these studies 
which is serving as the basis for current selection and 
training procedure development. Using these data, 
psychologists have designed a wide range of programs 
which have proved to be of great benefit to criminal 
ju~ticc agencies. 

Reading and Writing Tests 

One job analysis finding is that criminal justice jobs 
require a fairly high level or reading and writing ability. 
This due to the fact that job incumbents must read legally· 
oriented materilll (usually written at difficult readin; 
levels), and must write reports which are sufficientl) 
clear and comprehensive to serve as legal documents. 
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Unfortunately, many California high school graduates 
are severely deticient in reading and writing abilities. 
Failure in training can frequently be traced to these 
deficiencies, Tests have recently been developed which 
accurately identify those patrol officer candidates who 
possess suff1cienl rcading and writing abilities to muster 
the complicated material which is presented in the initial 
trnining, 

Physical PeljemIlClIl(,f.' Tests 

Recent, very detailed job analyses huve shown that 



-------------

the patrol job is physically demanding. Upper body 
strength is especially important. However, very few 
events occur which require cardiovascular endurance. 
Psychologists, working with exercise physiologists, have 
designed pre-employment tests, physical conditioning 
programs for job pre-employment tests, physical condi
tioning programs for job trainees, and physical mainte
nance programs for job incumbents. 

The personnel services provided in this area have been 
especially useful to criminal justice agencies. Agencies 
have, in recent years, been forced to drop physical per
formance testing because of complaints of discrimination 
(principally against women). Personnel psychologists 
have been able to show that such measures are relevant 
to the job, and have found ways to reduce the adverse 
effect on minority and female employment opportunities. 

Vision and Hearing 

Personnel and perceptual psychologists have been 
investigating the difficult issue of vision and hearing 
standards. Jobs have been analyzed to determine the 
vision and hearing demands. New approaches to 
measuring these abilities are being explored. 

Related issues are also being studied. For example, 
Can patrol officers wear glasses. hard contacts, or soft 
contacts? The data suggest that they can without incurring 
any difficult, life-endangering situations. 

The goal of this work is to answer the long-standing 
question regarding the neccssity of v\ion and hearing 
standards for criminal justice positions. 

P,'rsO/wllfy clnJ Emotional Stahility Screen ill!? 

The patrol ufficer "personality" ha~ been the subject 
of much dIscussion and controversy. Typical questions 
include: "What kind of person does well in police work'?"; 
"Is there one best personality type'?"; "What sorts of 
emotional problems do police officers typically have?"; 
"Can you reliably predict the onset of emotional insta
bility among police candidates'?". 

Considerable work has been done to address these 
questions. The California Commission on Peace Officer 
Standards and Training is currently doing empirical 
research to determine the predictive power of standard 
psych()logical measures such as the MMPI and CPI. The 
California Board of Corrections is doing a similar study 
for corrcction& jubs. 

The Background 'nvestiJ,far;o" 

The background investigation is one of the most impor. 
tant selection procedures for peace officers. In fact, the 
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backgrounds of all potential peace officers in California 
must be investigated by law. Nevertheless, you cannot 
gather information indiscriminately. Many kinds of 
background information tend to adversely affect the 
employment opportunities of minorities (e.g., arrest 
records). Therefore, employers must make sure that the 
background data they gather is relevant to criminal justice 
work. 

Several years ago, the California Commission on Peace 
Officer Standards and Training conducted research tu 
develop a job- related background investigation process. 
The research was designed and conducted by personnel 
psychologists. Using their expertise regarding job
relatedness and fair employment, the psychologists 
designed a process for generating the kind of information 
which employers need to make informed and fair employ
ment decisions. 

Medical Screening 

Deternlining medical fitness of candidates for criminal 
justice jobs is obviously within the purview of the physi
cian. However, psychologists can apply their knowledge 
of job-relatedness strategies to virtually any potential 
employee selection procedure. [n California, psycholo
gists and physicians have worked together to develop a 
medical screening process for evaluating patrol officer 
candidates. Using the process, occupational physicians 
evaluated the job-relatedness of several hundred medical 
conditions which are typically found in a law enforcement 
applicant population. The result is a manual of recom
mended medical disqualifiers which are job-related, fair 
to all candidates (including those with physical hand
icaps), and necessary to ensure that patrol officers are 
physically capable of performing the job. The manual is 
being used throughout California. 

Training 

Personnel psychologists distinguish between the qual
itications candidates should bring to the job (prior to 
hire), and the areas which should be addres~ed in training 
(prior to job assignment). Those job responsibilities 
which arc best addressed in training result in training 
performance objectives and curricula, 

In Califomia, basic training consisting of several 
hundred hours of instruction has been designed for a 
nllmber of criminal justice positions. The training 
addresses both the knowledge (eg., law) and perfor
mancc (e.g., use of wcnpons) components of the job. 

Psychologists, based upon their knowledge of leaming 
principles and evaluation, have also recommended 
strategies of presentation of training material and mea-



surement of student achievement. 

Training Proficiency Testing 

There are over 30 presenters of basic training for patrol 
officers in California. bour thousand students graduate 
each year. The Commission on Peace Officer Standards 
and Training wanted to measure student achievement in 
order to ultimately aSSess the quality of the training. 

Psychologists developed an achievement test which is 
given to each trainee who completes the basic course. 
The test results are summarized in a computer-generated 
report of each class' perfonnance. The data is used to 
identify training providers who appear to be doing a 
superior job and to examine and share their methods with 
other providers. POOl' performances result in investiga
tions as to the reason!). Corrective action is taken. 

The result of the psych()logist~' helping services in 
this case is continuous evaluation data which helps main
tain and improve the quality of training received by new 
law enforcement personnel. 

PSYCHOLOGICAL SERVICES TO CRIMINAL 
.JllSTICE AGENCIES 

A." the previou ... example~ dem()n~trate. psychologists 
Cal make a considerable impact on the criminal justice 

system by assisting agencies in hiring, training, and 
evaluating employees. As a result: 
• those candidates who are hired are suited to the job 

by virtue of abilities and temperament; 
• those hired are given the proper training and, as a 

result, possess the knowledge and skills necessary for 
successful perforn1ance; 

• the positions are well defined and therefore objective 
measures can be developed to assess the quality of job 
performance. 

Besides benefiting from the predictable improvement in 
job performance, agencies can avoid unnecessarily stres
sing employees by asking them to perform jobs for which 
they are unsuited or unqualified. By eliminating unneces
sary stressors, organizations can create and maintain heal
thier organizations. 

Personnel And Clinical Psychology 

Professionals with both personnel ancl clinical 
psychological skills can provide an extremely broad range 
of helping services to criminal justice agencies. r believe 
that psychologists can provide maximum assistance to 
criminal justice agencies by integrating personnel and 
clinical approaches. When both approaches are used, 
psychological problems should be minimized; but when 
they occur, they can be dealt with quickly and effectively. 
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USE OF MULTIPLE SOURCES OF INFORMATION 
WHEN DOING MANDATORY PSYCHOLOGICAL EVALUATIONS 

OF POLICE OFFICERS 

Eric Ostrov, J.D .• Ph.D. 

INTRODUCTION 

The purpose of this paper is to explore the unique 
problems posed by perfonning mandatory psychological 
evaluations of police officers. In most medical settings, 
it is assumed that a patient is motivated to reveal the 
facts regarding his physical or psychological condition 
so as to enhance the doctor's ability to evaluate him and 
help alleviate whatever condition he might have. In the 
legal system, this expectation is reflected in the hearsay 
rule exception for statements made to treating physicians 
in the course of providing treatment to the person making 
those statements. In the case of mandatory psychological 
evaluations, the opposite motivation usually pertains. The 
officer often has a strong motive not to reveal or to distort 
the facts. This motive can take one of two fonns: either 
the officer may be motivated to exaggerate his syp
tomato logy in order to realize a desired sick roll or dis
ability status, or the officer may be motivated to conceal 
a psychological disability so as not to jeopardize his 
career with the police force. 

The principal contention of this paper is that effective 
mandatory evaluations can only be performed through 
the use of multiple data sources. Reliance on a single 
source of information is not sufficient. fl will also be 
contended that for effective mandatory evaluations the 
department requesting the evaluation must spell out which 
standards it wishes to use to deternline whether an officer 
should be on full active duty. To use a legal analogy, 
the contention will be that to perform effective mandatory 
psychological evaluations, the psychologist needs to 
know-from the department to whom he is consulting
who has the burden of proof as to whether an individual 
officer is fit for duty. 

Mandatory evaluations are evaluations ordered by an 
individual police department; they are not initiated by 
the individual officer. These evaluations are usually 
ordered when questions have been raised about an experi
enced officer's emotional functioning relevant to his 
ability to perfonn the duties and meet the responsibilities 
of being a fully active police officer, Questions about 
the officer's emotional functioning may have been raised 

291 

by police department personnel on the basis of on-duty 
incidents or reports concerning the officer such as his 
recently being hospitalized psychiatrically, or by the indi
vidual officer himself. Mandatory psychological evalua
tions can concern officers still on active duty, officers 
on sick leave or on disability who want to return to active 
duty, or officers who have resigned from or have been 
tenninated from the police force and want to be rehired. 
Psychological screenings of new recruits also are in a 
sense mandatory, These screenings, however, present 
somewhat different problems than do psychological 
evaluations of experienced officers and will not be dis
cussed in this paper. 

It is important to note that usually, if not always, the 
department requesting the evaluations wants a clear 
recommendation regarding the officer's capacity on a 
psychological basis to remain on (or return to) full active 
duty. Temporizing by emphasizing diagnostic issues and 
not drawing implications for capacity to be on duty, or 
by saying the officer may be fit for duty or may not be, 
will not satisfy most police department administrators. 
Another point is that for many departments going into 
limited duty status is not a viable option. In many depart
ments, even in one as large as the Chicago Police Depart
ment, the number of limited duty positions is relatively 
small. Moreover, most of these positions are taken by 
officers suffering From incapacitating physical illnesses 
or injuries. In many departments there simply are no 
limited duty positions. As a resulL, recommending light 
duty status as a "compromise" often is not possible, and 
it will be assumed in this paper that on-full-active-dutyt 
not-on-full-active-duty are the sole options when making 
mandatory psychological evaluation recommendations. 

By way of background, for the past 2V2 years, the 
[ssaac Ray Center has had an exclusive contract to per
fonn all the Chicago Police Department's mandatory 
psychological evaluations. The Isaac Ray Center also has 
perfonned mandatory psychological evaluations for sub
urban police departments and other law enforcement 
agencies. During this time period, the author has per
formed over 200 such evaluations. It is on the basis of 
this experience that this paper was written. 



Problems in Doing Manadatory Psychological Evalu
ations 

.. 
For heuristic purposes, problems in performing man-

datory psychological evaluations have been divided into 
three categories: 

The Traditional Problem 

The traditional problems in doing clinical evaluations 
is one of inference. Even if one has all the facts of a 
case-that is, all relevant behavioral obsenfations past 
and present-inferences in the field of psychiatry and 
psychology are often tenuous. It might be undisputed, 
for example, that an officer was dellusiollial and was 
hallucinating for a period of time. The facts of the case, 
in the sense of relevant overt behavioral manifestations, 
may be very clear. The cause of those delusions and 
hallucinations, however, may be very uncertain and could 
range from an acute manic psychotic break to alcohol
induced haJlucinosis. In other cases the facts and even 
the underlying condition may not be clear, !but the prog
nosis for the individual may be very debatable. It is well 
known, for example, that mental health professionals are 
very limited in their ability to predict futune dangerous
ness (Monahan, 1981; Barefoot vs. Estelle, 1983). Pre
dicting whether a recovering alcoholic will relapse is a 
difficult if not impossible task. Yet the future dangerous
ness or the probability that an individual will relapse 
often is exactly the kind of infornlation that is required 
in order to make a reasonable decision about whether an 
individual should be returned to or should remain on full 
acti ve duty. 

The Special Problem 

This problem is the main focus of this paper. In addition 
to the traditional problem of making correct inferences 
from facts that are often presumed to be correct, in man
datory evaluations the facts-the behavioral observations 
that ordinarily most people can be expected to agree 
on-are often in heated dispute. This is particularly true 
when the "facts" occurred during events that may be 
temporally and spatially far removed from the evaluation 
itself. With police officers this problem is compounded 
by the fact that the e.xperienced officers are themselves 
usually experienced investigators. It seems likely that a 
person who is an expert in detecting the truth can adopt 
the reverse role and become an expert in concealing the 
truth. When doing mandatory psychQlogical evaluations, 
the psychologist may find himself in the unaccustomed 
position of having to choose between rival versions Qf 
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what allegedly occurred on a certain day or at a certain 
time. These rival versions may themselves be the subject 
of litigation. Or the officer may intimate that he is being 
"set-up" for political reasons and that the examiner is 
just being used as a pawn for this purpose. A variant of 
this theme is that the; officer being evaluated contends 
that his supervisors have a problem, not he. In effect, 
the officer advances a sociological hypothesis, which 
contrasts with the psychological hypothesis focused upon 
him being advanced by his supervisors; to account for 
his being evaluated. At times, it is not even clear what 
the evaluatee/officer's motivation is. The officer may be 
attesting to mild symptoms. In that ca1ie, it could be 
maintained that the officer is feigning symptoms to falsely 
obtain compensated sick time; or it could be maintained 
that he is minimizing his problems to avoid being stig
matized by having to be removed from duty. 

Another subcategory of this special problem is the 
problem of psychological tests. Psychological tests are 
almost always nonned on persons who are found in clin
ical or other nonadversarial settings and who therefore 
presumably have an incentiv(~ to tell the truth about them
selves. Even if some persons in such normative groups 
do not have that incentive, their motive to distort may 
be different from that found among persons whose motive 
is a realistic apprehension that if they were to tell the 
truth, their work-related gaal, whether to be on or off 
duty, might be interfered with. The problem, in short, 
is that the usual nonns for pSyl.::hological tests often may 
not pertain when results given by persons being subjected 
to mandatory psychological (;valuation are being asses
sed. This may be particularly true when assessing rela
tively sophisticated police officers. 

The Problem oj Standards 

This problem goes beyond establishing facts or infer
ences with respect to an individual officer. This problem 
concerns the interests and needs of the individual police 
department requesting the evaluation. Often, after doing 
a great deal of psychological investigating work, the 
psychologist feels he has neached a good understanding 
of the individual omcer being assessed. Nevertheless, 
the psychologist may feel he does not know what recom
mendation to make because the department's standards 
are not clear. In contrast, with recruits the standard often 
is clear. Since there are usually more recruits than posi
tions available, the department can afford to set a high 
standard for acceptance and almost always does so. The 
burden of proof in establishing psychological fitness is, 
as it were. on the individual recruit. Reasonable doubts 
alone might well be cause for a recommendation that the 



potential recruit not be accepted for training. 
With a seasoned police officer, though, the department 

might want the burden to shift. There are two reasons: 
the first is that a great deal of time and expense has gone 
into training the individual officer and therefore the loss 
of that officer, unless there are strong reasons for incur
ring that loss, would be very costly to the department 
and to the public. This particularly true since in many 
departments an officer removed from duty continues to 
collect half to full-pay for protracted periods of time. An 
officer's being off-duty unnecessarily is unfair and 
demoralizing to other officers. Secondly, the potential 
cost to the individual officer is very great. An experienced 
officer often has invested his entire career efforts into 
being a police officer. Were he to lose his job, he might 
not only Jose the benefits he accrued during his years 
with the department but also, based on the associated 
stigma, might not be able to pursue his career as a police 
officer at all. These arguments indicate that the burden 
for finding an officer not fit should be on his department 
and in cases of doubt the officer should be returned to 
or kept on active duty. 

On the other side of the coin, the interest of the public 
in not having a disturbed officer on active duty is so 
strong, that a cogent argument an be made that the burden 
of showing he is emotionally fit for full active duty should 
be on the individual officer. In other words, given any 
reasonable doubt about an officer's fitness, that officer 
shou Id be taken ofr active duty. 

In short, it is by no means obvious whether the officer 
or his department should have the burden of proving he 
is fit. Yet,though in many cases which party has the 
burden of proof will be the decisive factor in what recom
mendation i!> made. clarification as to who has the burden 
is hard to obtain. 

Proposed Solutions to Problems 

The Traditiollal Problem 

Not much time will be spent on this problem because 
it is the problem faced by all clinicians who are called 
upon to make clinical inferences based on first-hand or 
second-hand observations. Some comments will be 
made, however, that seem particularly pertinent to work 
with police officers. The general principle is that in 
making inferences relevant scientific research should be 
applied to observations as often as po~sible. [n doing 
mandatory psychological evaluations for police depart
ments, certain research results seem particularly perti
nent. An example is the often recurring problem of 
alcohol addiction. At the rbaac Ray Center. the model 
diagnosis of officers is seen in alcoholism. Often no facts 

are in dispute and it is fully conceded by the officer and 
all other parties that the officer has a severe drinking 
problem. What is at issue is how great a risk the individual 
poses for resumption of drinking, particularly while on 
duty. Research (Filskov alld Boll, /981 .. Prigaztallo, 
1977) indicates that chronic alcoholics who have sus
tained brain damage as a result of their drinking are more 
likely to resume drinking than those who have not sus
tained such brain damage. Since such brain damage can 
be reliably assessed, these research results are extremely 
important in making reasonably accurate prognostications 
regarding the risks associated with allowing such an indi
vidual to return to active duty. Another case in point 
concerns the officer who has had a manic psychotic break 
and has been stabilized on medication. In such a case, 
too, the facts, such as his having had a psychotic break, 
may not be in dispute. What is at issue is whether, now 
that the officer has been stabilized on medication, he is 
capable on a long-term basis of fulfilling the duties of 
being a police officer. In this case, research results (e.g., 
Judd, 1979; Nair et al., 1979) indicate that use of the 
medication often prescribed for persons having had a 
manic psychotic break, lithium carbonate, can affect cog
nitive functioning. These results suggest that there may 
be an appreciable long-term risk in returning such persons 
to work as demanding and potentially dangerous as 
police-work. 
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The Special Prohlem 

To obtain the facts regarding an officer's functioning, 
the psychologist must to some extent himself become an 
investigator. My experience is that the sole use of trad
itional evaluative procedures such as the psychiatric inter
view or psychological testing alone, is almost never 
enough. To do adequate mandatory psychological screen
ings with police officers the following data sources usu
ally must all, when available, be used: I) Use of a struc
tured psychiatric interview that systematically covers all 
pertinent areas of psychiatric functioning; 2) careful 
observation during the interview, preferably accom
panied by verbatim notes, describing what the individual 
said-notes that fOCllS not only on the content of the 
officer's statements. but on his demeanor during the inter
view, his affect, and the logic and coherence of his state
ments; 3) use of psychological tests; 4) all the officer's 
police department records and records including medical 
records, performance ratings, and history of complaints 
made against him (particularly important are administra
tive findings such as findings of guilty with respect to 
rule-breaking behavior-these findings are important 
because they represent a final third-party determination 
regarcling [he facts of a particular event; 5) records stem-



ming from any previous hospitalizations, whether for 
physical or psychiatric reasons; and 6) interviews with 
collateral informants such as alleged victims, relatives 
(including the spouse of the officer), if available the 
officer's co-workers and supervisors. 

Use of multiple sources of information helps the 
evaluator to avoid the problem posed by an officer's self
interested distortion of relevant facts. The goal of mUltiple 
assessments is convergence: when data from several 
sources begin to converge, the evaluator gains increasing 
confidence that he possesses the facts necessary to make 
informed inferences. Some problems noted earlier under 
this category also can be allevi2,ted through this methodol
ogy. Clarification as to whdher a problem is primarily 
individual or systemic in nature can be obtained through 
interviews with supervisors and careful reading of police 
department records concerning this individual. Regarding 
use of psychological test norms appropriate for use with 
this population should be developed specifically. The 
literature already contains, for example, characteristic 
MMPI scores for various groups of officers (e.g., Gottes
mall, 1976,' Saxe alld Reiser, 1976). More specific norms 
for comparative purposes should be developed for police 
officers undergoing mandatory psychological evalua
tions. 

The Problem oj Standards 

This problem can only be solved by the department 
requesting the evaluation. At some point, the department 
must take a stand and state "all other things being equal, 
we prefer that the officer (remain on/be taken off) active 
duty." The department must decide which risks they want 
to take. It is not within the expertise of a mental health 
professional to do so in an informed way. 

Illustrative Cases 

For reasons of brevity, only cases illustrative of solu
tions to the second problem-the problem of fact valida
tion- will be presented. 

Use oj Behavior Durillg the IntervielV 

This illustration concerns an officer who was on the 
disability pension roll and then leave-or-absence for six 
years after having served with the police department for 
four years. He was being evaluated because he wished 
to return to active duty. The record was not entirely clear 
as to why this officer had been put on the disability 
pension roll in the first place. The record showed thut 
when put on the disability pension roll, this officer was 
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described as "suspicious and paranoid." It was also said 
that his thought processes displayed "looseness of associ
ation and tangential thinking." The record provided no 
specific illustration:' of hH alleged paranoia or thought 
disorder, however. 

In the interview, this officer was well-groomed and 
calm; generally; he related well to the examiner. He 
denied having any psychiatric symptomatology. He 
explained previous statements about him as emanating 
from resentment due to his union activities while he was 
on active duty. 

It was not necessary to judge the validity of this 
officer's contentions, though. This officer indicated in 
many ways during the interview that lie had serious 
psychiatric problems. Thus, about the statements that 
were made about him, this officer showed some paranoia 
when he said, "the object of the game was to break my 
finances." He also intimated that the persons who made 
the statement had been "gotten to," An even more clear 
indication or paranoid and illogical thinking on the part 
of this officer was his saying that a psychologist whom 
he had once seen must have been fired allegedly because 
the psychologist said this officer did not need medication 
and that the psychologist would go to court for the officer 
if necessary. The evidence put forward by this office for 
this conclusion was that when he went back to see this 
psychologist aboLlt seven Illonths later the psychologist 
was no longer employed. The officer concluded that since 
the psychologist was no longer employed he must have 
been fired. He did not seek to verify this conclusion or 
his inferences about thc reasons the psychologist was 
supposedly fired. This officer also showed narcissistic 
traits and the lack of good judgement when, for instance, 
he stated that he had put an invention he patented lip for 
sale through a local newspaper f('f 2V2 million dollal's. 

It should be noted that in contrast to obser\'ations 
during the interview, former supervisors were ambiguous 
in their assessments of this officer, and MMPI results 
showed, when interpreted against the usual norms, only 
that he functioned in the mildly neurotic range. Generally, 
former supervisors' reports 01' current supervisors' reports 
can suffer from supervisors' reluctance to make consis" 
tently negative statements about supervisces, particularly 
when the;; know those supervisees might read their state
ments in a report and be able to infer who made them. 
Psychological testing, patticularly the MMPI, can suffer 
from officers' awareness that the choices they muke while 
responding to items will be scrutinized-partieularly 
because the officers have liS much time as they want to 
renect before choosing a particular answer. In this cnse, 
observntions during the intcrview based on verbatim notes 
about what transpired during thc interview were better 



sources of information than interviews with former super
visors and psychological testing. 

Use of Prior Records 

This case concerned an officer who had been con
tending with his superiors for at least three years. Stacked 
back-to- back, the memos between this officer and his 
superv isors over a three-year period stood about half a 
foot high. 

The officer maintained during the interview that he 
was reasonable at each step during this period. It was 
the department, he said, and in particular his supervisors, 
who were picking on him. To illustrate, this officer pro
tested not being given an earned day on a specific date. 
The reason given to him for not being allowed to take 
his day on a specinc date, he said, was man-power shor
tage problems. The officer protested that the commander 
who turned him down himself took an earned day when 
the man-power situation was similar to that prevailing 
on the day for which this officer was turned down. Later, 
this officer said, he felt that his performance evaluations 
were being decreased in retaliation for his protesting not 
being given the specinc earned day he had requested. 
Based on this perception, the omcer began filing grie
fances with respect to the manner in which his evaluations 
were given. Thus, he protested on one occasion not being 
given a tive-day notice as rcquired by the rules prior to 
receiving his evaluation. At one point, this omcer even 
filed charges against supervisors for allegedly breaking 
rules for giving evaluations. In a separate incident, one 
supervisor had claimed that this omcer cursed at and 
threatened him. During the interview, this omcer denied 
the charge and said that, on the contrary, it was the 
supervisor who threatened the officer. 

While there were specific c;ues during the interview 
that this officer was paranoid, police department records 
were most informative in leading to a correct diagnosis. 
For one thing, careful reading of departmental records 
showed that the officer had disputes with many super
visors, not just one. He had disputes with supervisors 
who initialy were favorable to him. Several supervisors, 
the reeords showed, including the Chief of Police, had 
gone out of their way to accommodate, this man's grie
vances when problems with him nrst began. It was of 
special interest that this officer, years before, had pro
tested not being allowed to transfer to a different district 
within his department. Several years later, when asked 
to make the same transfer, he protested being "forced" 
to make that transfer and did so in the strongest terms, 
alleging harassment. 

Somewhat surprisingly, after the officGr reud the 
examiner's report, based on the record and the inter
view-that this officer was paranoid and resentful of 
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authority and needed treatment-he did not protest tlnd 
consented to pursue treatment through psycho-therapy. 

Use oj Colllllerals 

This case concerned a tall, distinquished-Iooking, well
built police officer who had been on the force for 24 
years. For approximately 15 years, he had accumulated 
many excessive force complaints and most recently had 
been the subject of a great deal of media publicity based 
on allegations that he had used excessive force with 
respect to various citizens. The records showed that very 
few of the allegations made against him had been sus
tained. None of the contemporary allegations made 
against him had been sustained. Another charge that hnd 
been leveled against him recently was that he had attacked 
a youngster in a high school where he worked off-duty 
as a security guard. 

In the interview, this officer related well to the 
examiner and denied all the charges made against him. 
He said that he had received many excessive force com
plaints only because he is a very active officer who will 
not back down when confronted by an unruly citizen. 
This officer's MM PI results included .l research scale 
score, on Overcontrolled Hostility, that indicated that he 
had intensely hostile feelings that he tried hard to control. 
No other psychological dysfunction was shown by his 
MMPI test results, however. 

For this evaluation, five informants were interviewed. 
This officer's immediate supcrvillor stated that he had 
known this officer for 4Vz years and that this officer was 
"a perfect gentlemen". The supervillor denied that this 
officer had ever been abusive. "It's just that he won't 
back down for anything", this supervisor said. "He 
doesn't start it". A high school teacher at the school 
where this officer allegedly attacked a youth said that 
the youth picked up a chair, though he could not say 
whether the youth picked up a chair first or the officer 
began to hit him first. That the youth picked up a chair 
was a confirmation of a statement the officer had made 
during the interview. Another teacher at the same high 
school said he had known this officer 20 years and that 
the officer was not unduly aggressive during that entire 
time period. The prineipal of the high school stated that 
were it not for the adverse publicity accompanying the 
incident between the officer and the student, he would 
have retained the officer as a security guard in the high 
schoo\. Prior to that incident, this principal said, the 
officer had presented no problem!; while working liS n 
security guard. The rather of the student the of'ficel' 
allegedly used excessive force against stnted when inter
viewed that witnesses claimed the officer Hjull1ped on" 
his son for no reaSon. This informant, though, conceded 
thut his son was emotionally disturbed and was not a 



student at the school where the incident had taken place, 
and had engaged in provocative behavior before the inci
dent in question. The mother of a person alleged to be 
a victim of the officer's actions while on duty stated that 
she thought the officer's jUdgment was very poor. She 
also said she knew another person alleged to be a victim 
of the officer's actions and that alleged victim was a very 
cooperative and non-aggressive individual. 

Despite the different pictures of this officer painted by 
various informants, certain common elements seemed to 
emerge through the interview, psychological testing, and 
police department records. Each time the officer was 
accused of using excessive force, the officer was con
fronting and individual in his capacity as an enforcer of 
laws or rules. In eaeh case, the officer delivered a limited 
number of blows that led to visible injuries but in no 
case led to injuries severe enough to warrant hospitaliza
tion or to lead to permanent injury. The most favorable 
informant described the officer as not willing to back 
down in a confrontation and as merely acting in self
defense. The officer described himself as using only 
enough force to effect an atTest and contrasted using his 
fists to drawing and using a gun. An adverse witness 
described the officer as having poor judgement. MMPI 
results suggested that the officer had a great deal of latent 
hostility that he tried hard to control. One informer told 
the examiner that the officer was a former boxer with 
"very quick hands". 

It seemed likely in the light of all this evidence that 
in each instance of alleged excessive use of force, the 
officer had felt justified in his responses. The problem 
seemed to be his quickness to perceive an arrest situation 
as getting out of control and as requiring physical inter
vention. When the officer began to fight, it seemed likely 
that some of his hostile feelings broke through and he 
hit someone harder than he needed to. Being an ex-boxer 
in excellent physical condition, it also seemed likely that 
when this officer hit, he did more damage than most 
people would do under the same circumstances showing 
the same responses. 

This case illustrates not only the use of informants, 
but also the need for standards. Clearly, the most certain 
way to prevent this officer from using excessive force 
would have been to take him off active duty. But then 
his long years of experience and apparently effectiv;:,. 
police work would have been lost; he would have been 
at home drawing pay, not performing his duties. Clear 
standards, however, were not available. Instead, it was 
adjudged that labeling this officer psychiatrically ill was 
not appropriate. Rather than remove him from active 
duty! it wns recommended that he be counseled directly 
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about being so quick to use physical force when he per
ceived that an arrest was being resisted. It also was recom
mended that he be encouraged to try to use calls for 
backup assistance whenever possible. It was also 
suggested that if he were found to use excessive force 
that appropriate administrative sanctions be applied to 
him as soon as possible to make it as clear as possible 
that in that case his behavior was not acceptable. These 
recommendations were made about a year ago. No further 
complaints about this officer's conduct have been 
received. 

Use of Psychological Testing 

Psychological tests in our practice are never used by 
themselves to make decisions about an officer's ability 
to be on full active duty. MMPI results are often useful 
because they contain indications as to whether an indi
vidual taking the test has been trying to an extreme to 
either "fake good" or "fake bad". This information can 
be gathered from MMPI results be comparing the F scale, 
the "fake bad" scale, with the K scale, the "fake good" 
scale; it also can be gathered by comparing the individual 
scores on the so-called obvious versus subtle items. A 
person "faking good", for instance, might have a much 
higher K than F score and would have scores that are 
much higher on the subtle items than on the obvious 
items. Use of a scale score such as Overcontrolled Hos
tility have already been noted. Rorschach Test results 
also can provide useful information. 

In the case at hand, an ofticer was accused of assaulting 
his wife, who was separated from him, when he disco
vered her having dinner with her boyfriend at her resi
dence. In the interview, the officer denied that he had 
assaulted his wife and said that he intended to no longer 
have anything to do with her. He also said that he did 
not believe in divorce and would not commit adultery 
and therefore intended to never have sex again. During 
the interview, this officer brought up the subject of his 
wife spontaneously many times in a hurt and angry way. 
He made clear that he thought she was having sex with 
various men, even while he was abstaining form sex. As 
worrisomely, the officer said during the interview that 
he was concerned that his children, who lived with his 
wife, would be exposed to the sexual activities he thought 
she was having. He would not explain, however, what 
he intended to do about those apprehensions. 

On the Rorschach, this officer showed sexual preoccu
pations. At the same time, he manifested discomfort with 
his own sexual ideations. At times, his responses at the 
Rorschach were explosive and violent in content. As a 



result, it waS recommended that his officer's weapon be 
removed from him. Several months later, this officer 
admittedly again tried to assault his wife when he found 
her talking with another man at her residence. 

CONCLUSWNS 

In this paper, an attempt was made to point out Some 
of the difficulties in doing mandatory psychological 
evaluations with police officers. As is often the case in 
forensic psychology or psychiatry, complicating the task 
of making correct inferences from obscrvations is the 
fact that the individuals being evaluated are usually moti
vated to one degree or unother to conceal or distort the 
truth. Making evuluations even more difficult is the law 
enforcement experience of the persons being assessed. 
The problem is similar to investigating an investigator. 
Perhaps no one is more skilled in covering up the truth 
than someone who is trained to uncover it. 

Suggested in this paper is that therc is no simple or 
magical way to validly assess another human being who 
is motivated to and is skilled at presenting a certain view 
of himself. Occasionally, one source of information about 
a person is sufficient. If un officer is trying to return to 
work just before his benefits rUIl out and shows clear 
signs of thought disorder during the interview, it would 
seem clear that officer is not fit to be on duty. But under 
ordinary circumstances, no one source of information is 
sufficient. Unless an oft1cer is grossly psychotic, 
psychological test responses can be Illanipulnted and 
appropriate behavior cun be shown for the length of time 
a psychiatric interview takes. Conversely, there is evi
dence that psychiatrists and psychologists relying on only 
one source of information can be fooled fairly easily by 
persons trying to look psychiatrically ill (c g .• RosenlulIl, 
1973,' Anthony, 1971). 

rn this paper, it is contended that before an assessor 
can feel comfortable in rcaching a conclusion regarding 
the psychiatric status of an ofticer converging information 
must be obtained stemming from muny different sources 
of infonnation. Psychological testing results arc much 
more convincing when they agree with observations 
during u psychiutric interview. Evidence contained in an 
officer's prior records is much more cogent when rein
forced by attestations from contemporary informants who 
know the officer well. 

When results connict or, after all sources of inforrna
tion are used, results are still ambigllou~. the problem 
described earlier as one of standards comes into pIny. 
Persons who arc able to become police ofncers and 
remain police officers fbI' years and even decades usually 
are not flagrantly psychiatrically ill unless they have 
become very ill suddenly and recently. Most often. stich 
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persons, if they are psychiatrically ill. have been ill for 
many years with symptoms somewhat less intense and 
serious than those they are presenting now. It is often 
ambiguous whether such an officcr has crossed what is 
usually a vague threshold as to whether that officer can 
be on active duty. Ideally. the individual department 
would set up presumptions that could guide the examiner. 
The department could decide. for instance, that unless 
shown clearly to be severely psychiatrically ill. an experi
enced officer will be presumed to be able to remain on 
active duty. Conversely, a department could presume 
that an officer who shows any appreciable signs of mental 
illness or psychiatric disturbance is not suitable for full 
active duty. It is this examiner's experience, liowever, 
that police departments arc reluctant to specify such pre
sumptions. The reason is probably that the stakes seem 
too high. If it is presumed that an officer is fit for duty, 
even if that officer is showing appreciable. if ambiguous, 
signs of mental illness, then the concern is that officer 
might hurt someone, or, through an act of omission, 
allow someone to get hurt. rn retrospect, it will then be 
asked how someone who showed even ambiguous signs 
of being mentally ill was allowed to be on full active 
duty. If, on the other hand. an officer' is presumed not 
to be fit even though signs of disturbance arc ambiguous, 
the officer. perhaps justifiably. might complain that he 
was unfairly stigmatized and deprived of' his livelihood. 
though no llnabiguous evidence was presented. 
Moreover, other persons might maintain that the officer 
was being given the opportunity not to work and, at the 
snme time. to collect disability benefits even though there 
were no unabiguous signs that he is mentally ill. [n this 
no-win ftitllatioll. the casy solution may be to let the 
psychologist decide. But psychologists mayor may not 
be the be~t person~ to set what really b departmental 
policy. 

To summarize, mandatory evalumions of police 
officers can be thought of as a three-step process. The 
first step. which is uniquely difficult in this situation. is 
to establish accurate behavioral observations whether first 
hand or 1;econd hand in nature. BeCl\USe Illany of the 
salient facts Illay not be directly observable. or if directly 
observable may be distorted by the officer himself, either 
in a favornble or unfavorable direction, multiple sources 
of information must be used. The second stage is the 
tl'aditiollal clinical one, one of inference based on the 
behavioral observations. As i!! trlle in all good clinical 
practice. these inference!'l mU!l1 be as much as possible 
ba~cd on !!cir.ntific re~carch re~ult .... Research results in 
'iOIllC area". for example. in the area 0(' sub!ottance ubuse 
and its sequel nrc pnrliculurly pertinent. The third stuge 
of thi!! process is the recommendation as to whether or 
not the officer should be or should not be on active duty. 



Very helpful at this stage would be a set of presumptions 
given by an individual police department regarding what 
level or evidence will be necessary before an officer is 
adjusted (0 be unfit or fit for active duty. When a depart
ment docs not !>upply such presumptions, it in effect 
simply leaves it up (0 the individual mental health profes
sional to create his own presumptions. A mental health 
professional is qualified to establish facts and make clin
ical inferences from those facts. His qualifications to 
make policy decisions are questionable. As a result, 
police departments' and not the individual examiner's 
making the appropriare presumptions, is strongly encour
aged. 
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THE USE OF MENTAL HEALTH PROFESSIONALS IN THE 
IMPLEMENTATION OF ACTION TRAINING MODELS 

David F. Swink 
Kerry Paul Altlnall 

Action-oriented methods of' training such as role play
ing, psychodrama and simulations have been used in the 
tield of' law enforcement for over 35 years (Swink, Siegel 
and Spodak, 1984; Buchanan, 1981). However, the use 
of action methods has become much more prevalent 
during the last 5 year;;. Most of this training is designed 
and implemented "in house" by the police officers without 
the assistancr. of mental health professionals, psycholin
guistic experts or other extra agency resources. Much of 
this training is conducted in a highly professional manner 
and seems to be effective. 

Often, however, a well intentioned trainer will attempt 
a role play in class that turns into a joke or an agency 
will stage a counter-terrorist simulation that never reaches 
the training goals because the ofticers taking the ten'orist 
roles are much more interested in having n "shoot em 
up" than in training the response system. The trainer or 
the agency then drops the method and loses a valuahle 
training tool. 

The mental health professional who is additionally 
trained in the use of action methods can prove to be a 
valuable. resource in the (hwe\opment and implementation 
of this powerful training tool. This paper will describe 
three models of action training currently used by the 
authors nnd will suggC'it how menWI health professionals 
might utilize these models. 

Why Use Action Models" 

"The classroom is not like the street", "That's n great 
theory Doc, but it won't work out there", These are 
typical responses u psyehologist teuching crisis interven~ 
lion theory might hear at the police academy. The wise 
truiner knows that the street is not like the classroom and 
that the orticer might not be able to put the theory in to 
practical application. Why? Becuuse in the street he is 
under the influence of a different physiologicul state. If 
he is intervening in a dangerous situlltion his sympathetic 
nervous system is supplying chemicals needed for tight 
or !light and the "class room" theory may be diff1cult 
information for the bruin to retrieve, In uddition, he muy 
not have the confidence in his ability to put into pructice 
a new complcx theory of human interaction und tpcrcfore 
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relies on old comfortable patterns. 
Action training models either bring the street to the 

classroom or take the classroom to the streets. Action 
training provides a relatively stressful arena where 
officers can learn to adapt to the stress and tryout new 
behaviors in a ,<;afe environment. Having accomplished 
this, confidence in the new skill is increased and the 
learned behavior is more likely to be used when needed. 

Stop Action Coached Role Play 

This method usually follow~ didactic material on a 
subject such as intcrviewing and interrogation. The 
trainees urc then placed in situations where they can try 
out the principles and techniques taught in the traditional 
classroom. The scene, for example, an apartment or an 
interview room is set either in front of the class, or in a 
separate room and fed back via video to the class. Back
ground information is given to the interviewing officer, 
who then steps into the scene to begin the interview. 

The mental health professional provides a number of 
important functions in the Stop Action Coached Role 
Play. Police or professional actors often have a difficult 
time knowing how to play the role of a mentally disturbed 
or per&onality disordered individual due to lack of experi
ence with the mental health delivery system. As an expert 
in psycholynamics and hUman behavior the mental health 
professional can help assure the accuracy of roles by 
preparing and briefing the role player prior to the inter
vention by the trainee. 

The trainer watches the interaction, taking notes on 
interactional style, role relationships, psycholinguistic 
patterns, nonverbal l.;ommLlnication and other important 
aspects of communication. The role player responds 
spontaneously as would the real subject in the actual 
situation. the trainer is in the unique position to reinforce 
appropriate nnd creative approaches with verbal feedback 
helping the trainee develop greater role variety and there
fore more tools to facilitate the interview process. 

At important moments during the interview, the trainer 
frec7,es the action. DUring this pause the trainer 115ks the 
interviewcr for his perceptions about what he is doing 
well or poorly. The trainer CUll then give the interviewer 



feedback and give suggestions about what. else he might 
try. The rest of the class can be asked what the student 
is doing well and what other approaches might be employ
ed. It is important that the trainer guide the classes feed
back so as not to overwhelm the student who already 
f~els on the spot in front of his peers. If the student has 
to defend himself from an onslaught of negative feedback 
he wiII resist learning and others will not want to put 
themselves in that situation in the next role play. 

After a brief period of feedback. the role play begms 
again and the student can try out any of the suggested 
strategies and observe the consequences. The interview 
can run until it ends naturally or the tramer can stop it 
after a certain period of time. It should not reach the 
point where it becomes boring the rest of the class. 

When the role play is finished the person taking the 
role of the subject comes out of role and gives the trainee 
feedback about the interview process. The student thel'l 
returns to the class and a discussion follows. Questions 
about human behavior that may arise as a result of the 
role play can be answered by a trainer educated in the 
field of mental health. Video tape can be utilized so that 
the student can review his behavior later. This coached 
role play model can be used to teach virtually any type 
of interactive skills, for example. hostage negotiation. 
crisis intervention. or peer counseling. 

Simulation 

This approach has been used by most major law 
enforcement agencies during the last 5 years to test a 
particular system under extremely realistic conditions. 
Individual members of the system are usually highly 
trained. In addition to training and testing systems, ~il1lu
lations have also been used extensively to truin in(li
viduals in survival skills. 

Simulations arc generally conducted in environments 
that closely approximate the real situation. therefore the 
classroom is literally taken to the streets. They are very 
carefully planned because of the expense of involving a 
lot of stafr power and equipment. Safety features must 
also be carefully included. 

A crisis situatIOn is staged in the environmcnt where 
the actual event might occur, for example, a but; ill taken 
hostage and the police respond with their emergency 
response team. The T1llUOr difference between the simu
lation and the actual event i!. that bullets arc replaced 
with blanks in the simulation. 

Strengths and weaknesses of the system arc pinpointed 
immediately and a systemntic nnalysis of the event yields 
important changes to be mude to insHl'e 'ill1oother func~ 
tioning for future renl crise';. 

30t) 

The role of the mental health professional in full scale 
training simulations is multi-dimensional. In addition to 
the tasks described in the coached role play model, the 
police psychologist may assume a variety of other roles. 
In the planning phase of a simulation considerations for 
the mental and emotional stress placed on participants 
must be taken into account. The expertise of a 
psychologist in this area can be invaluable. During the 
action phase of a simulation the mental health profes
sional can serve as a controller or observer, further 
assuring the emotional safety of participants and col
lecting data on a wide range of behaviors in response to 
the demands of the situation. At the conclusion of the 
action phase the psychologist provides the crucial role 
function of helping the participants de-role and provide 
for their emotional re-integration needs. At the processing 
of the training event the psychologist can provide impor
tant input regarding the psychological aspects of the 
training incident and can enhance understanding of the 
dynamics among all participants. 

Action Case Studies 

Action Case Studies are used to teach officers about 
individuals suffering from personality disorders, psych
oses, severe stress, and other psychological problems 
which the officer may encounter. Didactic material is 
presented about a specific psychological disorder and the 
background of an actual case is discussed. A role player 
who has studied the case and psychological background 
assumes the role of the subject in front of the class. The 
person assuming this role must be clinically astute 
because any real information missing from the role must 
he completed by the role player based on his knowledge 
of psychodyamics. The goul is not to show the actual 
subject hut to teach the psycholdynamics in a way that 
is educational. interesting and accurate. 

Once the role player is in role, members of the class 
ask him questions. assess dangerousness, offer a lay per
'ion's diagnosis or share observations with one another. 

The psychologist's role in action case studies is that 
of the expert. As the most knowledgeable member of the 
system in the area of psychodynamics, the police 
psychologist can prepare the roln players, facilitate dis
cllssion and answer questions about the behavioral and 
elllotilll1nl chnrncteristics or the case. 

The Need for Specialized Trllining 

Not all mental health professionals are truined in the 
lise of action methods. Personal training in these 
approaches is desirable for the police psychologist or 



mental health professional who wants to encourage this 
valuable form of training. Training in psychodrama, ges
talt and other action psychology approaches are available 
from a number of qualified sources. 

Specialized training in action methods will provide 
training coordinators and role players with a number of 
unique skills which enhance training efforts and assist 
programs in achieving specific goals and objectives. 

Advantages of utilizing action training professionals 
include: 

Understanding nonverbal communication 

Individuals trained in action approaches have learned 
to focus on nonverbal aspects of behavior and can integ
rate this learning into training events. Participants in a 
training event can learn to understand the body language 
of suspects, victims, and other principals in a criminal 
event (Fine. 1959). 

Providing action dema1/l/s 

Trained role players can manipulate the scenario of a 
training event to place response demands on the trainee 
participants. This skill is particularly useful when the 
goals of training focus on testing or developing specific 
responses to a situation. 

Reinforcing positive behavior from the role 

Rather than striving for dramatic or surprise twists in 
simulations or role plays, trained professionals focus on 
the goals and objectives of the training event. They 
attempt to respond appropriately to the interventions of 
the police in a way that reinforccs positive approaches 
while extinguishing non-facilitative responses. 

In addition to the specialized ski.lls listed above, (rained 
role players pwvide a quality of anonymity to a training 
event. When agencies utilize their own personnel as role 
players there is often a quality of role contamination that 
sometimes results in joking and a less than serious attitude 
toward the role play. The anonymity of professional role 
pluyers minimizes this aspect resulting in more reali!o.tic 
training. While professional actors are trained to emerge 
themselves totally in a role, professional role players are 
able to upply perhaps 90Ck of their attention to role 
a!.sumption while reserving I QCle as an observing ego. 
this observing ego allows the role player to maintain 
some objective sense of the role play und permits the 
role player to assume the role with an eye on the goal .. 
and objectives of the training event. 

CONCLUSION 

Re~earch on the effectiveness of action training 
approaches is sparse, however. evidence of the potential 
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success of this approach can be seen in an examination 
of the Family Disturbance Intervention Program con
ducted by the Metropolitan Police Department of 
Washington, D.C. in conjunction with Saint Elizabeths 
Hospital. BI/chanan and Hankins (/983) describe the 
program as relying heavily on role playing, psychodrama, 
and simulation. One of the co-coordinators is a certified 
psychodramatist. This program significantly reduced 
injuries to police officers intervening in domestic distur
bances (insufficient in each cell to complete ehi square 
for 1979, 1980, and 1982. In 1981: x=(1) 12.19, p< 
.005. In 1982689 of 1444 officers were trained. Injuries 
to trained were 2 and to untrained were 13) and the 
reduction in injuries (1980: x = (I) 17.86, p<.005. 1981; 
x=(1) 74.63, p<.005; 1982: x=(l) 37.43, p<'005) 
also carried over to all police ~aJls. 

Three models of action training have been presented, 
however, there ure many other models that have been 
used and many more still to be created. Psychologists, 
social workers, psychiatrists, and other mentul health 
professionals have the potential to be effective in helping 
to produce "living laboratories" where interaction and 
technologies cun be tried out in a safe environment and 
alternatives and new approaches can be implemented. 

Law enforcement personnel seem very receptive to 
exciting learning strategies when presented in u profes
sional, competent manner. It is suggested that action 
training models cun be incorporated with traditional 
approaches to enhunce the over all quality of law enforcc
ment training. 

The work described in the paper "The Role of the 
Mental Health Professional in the Utilization of Aetion 
Training Models" was done as part of our employment 
with the Federal Government and is therefore in the publie 
domain. 

The views expressed in this article are the opinions of 
the authors and not necessarily those of Saint Elizabeths 
Hospital. 
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SECTION FIVE 

CRITICAL INCIDENT REACTIONS 



PRE-CRITICAL INCIDENT INVOLVEMENT BY PSYCHOLOGIST 

Carroll L. Baruth, Ph.D. 

The time was 0300 hours when the call was received 
from the duty captain requesting that the psychologist 
come to the Law Enforcement Center (L.E.C.) to meet 
with an officer. Upon arrival at the L.E.C., the first stop 
was at the captain's office where the psychologist was 
quickly briefed that there had been a shooting, and one 
officer was at that time being operated on for multiple 
bullet wounds to the head and chest; and the officer who 
had been brought to headquarters was the one who had 
shot and killed the robbery suspect. 

This scene in itself is all too common as yearly approx
imately 100 law enforcement officers are killed in the 
line of duty. Six hundred criminals are killed yearly by 
the police. In addition to the dead robbery suspect and 
the wounded police officer, the officer who survived the 
shooting physically without a scratch is also a victim. 
He is and will continue to be affected by a high level of 
stress or suffer from what is now beginning to be termed 
"post-killing" or "post-shooting" trauma. 

What is unusual in this example is that a previously 
developed plan is being carried out in which a 
psychologist familiar to the police department and its 
personnel because of prior involvement is called upon to 
supply immediate counseling support to an officer. In 
this case, rapport had already been established with the 
officer involved in the shooting because he knew the 
psychologist from prior in-service programs presented 
by the psychologist, and the psychologist had only a few 
months before spent an evening as a ride along with the 
officer. 

Emerging Role of Police Psychologist 

In 1968, Dr. Martin Reiser was hired by the Los 
Angeles Police Department as the first full-time police 
psychologist in the United States. Many larger law 
enforcement agencies have since hired psychologists on 
a full-time basis and others on a consulting or as need 
basis. There appears yet to be no clearly defined role for 
a police psychologis( although the most typical areas of 
involvement have been in police applicant screening and 
assessment, training ofticers in human behavior. consul
tation, research and counseling officers and their families. 
Psychologists huve generally become involved in any 
area where they have demonstrated that they might be 
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of assistance to law enforcement agencies. 
Although police psychology is now being recognized 

as a profession, there have developed few advanced 
training programs in the field. Most psychologists are 
attracted to the field of police work because of its involve
ment with human behavior. A knowledge of human 
behavior, however, does not necessarily qualify a 
psychologist to work in the field. Whatever a 
psychologist's previous qualifications and experience, 
some police orientation and training is needed before he 
can effectively work for law enforcement agencies. 

Police departments need to select their psychologists 
carefully. This is clearly pointed out by Geiger (1984) 
when he indicates that department administrators must 
carefully Screen their psychologists-whether they are to 
be used for one-hour presentations or a full-time position. 
He realistically explains that police officers are hard to 
sell, and one bad experience with a psychOlogist can very 
easily doom the future of that person or anyone else in 
that position. 

Police administrators need to look for psychologists 
with specialized training in police psychology, but since 
there are currently few advanced training programs, few, 
if any, such psychologists are available. Another valid 
and the most common method of selecting a psychologist 
is through selecting someone who has a considerable 
amount of experience with law enforcement either as an 
observer or a participant. 

The psychologist unfamiliar with policing can be 
brought up to speed by "riding along" with the various 
members of the department, including both line and staff 
officers. The ride along should take place on all shifts 
and should continue until the chief and psychologist feel 
the necessary familiarity is achieved (Geiger, 1984). 

This writer prefers, however, the participant approach 
to learning about law enforcement. Many departments 
have reserve or auxiliary components and all could make 
room for another member if requested to do so by the 
chief. The advantage of this approach is the wide scope 
of law enforcement training one receives in addition to 
having the opportunity to actually ride along and function 
as a law enforcement officer. Training programs for 
reserve ofticers generally have the same content as regular 
officers but do not go into as much depth in most areas 
because of time limitations on the part of the volunteer 
police onker. 



An increasing number of police off1cers have taken 
the schooling neces!>ary to become licensed as a 
psychologist. The officer having accomplished this most 
familiar to this writer is Harvey Schlossberg. Ph.D. and 
hb book. Psychologist With A GUll (1974). Psychologists 
without prior law enforcement experience would find it 
helpful to know what it feels like to carry a gun, approach 
a suspicious vehicle, search a dark building. handle a 
domestic dispute or face any of the other multitude of 
stress producing duties which a pOlice officer deals with 
daily. 

In addition to increasing the pSYl'hologist's knowledge 
of police work, it is even more imJ.'ortanl that he be able 
to feel with the officer. Emp,lthy means that the 
psychologist should be able to understand what the officer 
i., feeling, to be able to see what the world looks like 
f~)rm the other person's eyes. In other words. to be able 
to "walk a mile in hi ... shoe· ... and know what it feels like" 
(CalhoU/l. Selby & Killg. 1976. p. 228). 

How does a psychologist not already a law enforcement 
officer get involveu in police work'? Psychologist!> fre
quently approach their local police departments to offer 
their as~istance and expertise. Accoruing to Rt'iser ( 1982. 
p. X1X). this approach is too often rejected because the 
altitude of the psychologist is that of "teacher-expert" 
who will quickly ~how the "ignorant" police how to func
tion adequately in a vuriety of interpersonal situations. 
If the psychologbt b to be accepted. the attitude should 
be that of an intcre~ted "student". who desires to learn 
about police operations and problems from the police 
expert~, and al a later appropriate time, n contribution 
from the psychologist might be po~sible. 

Police dcpartments need p~ychologi!,t!> who. in the 
ab.,ence of "pecialileu training. have prepared themselves 
for the role of police psychologist. The psychologist will 
need the support of the chief, adminbtrative line officers. 
anu be known to all ('fficer!> through in-service presenta
tion participation. ride along~ and whatever other way!. 
he can get to know the officers and allow them to get to 
knO\v him. To cl fectivcly work with law enforcement 
officer .... empathy anu rapport will need to have been 
e ... tablbheu prior to H cl'i~i~. 

Sclf-lmagc of' Police Officer 

The word InO.,t commonly used to dc,>cribr lhc image 
of the police officcr b "macho" M"~~,,) has differing 
connotations to uilTerenl perple but brave, strong. inuif
ferent or even invinciblr give the gencml idea of how 
the officer might pcrc/';ve himself. Phy!.ically. the great
est problem thi<, "n1<lcho" self-image can create for the 
police ofncer is what has been termed the "Supernlan 
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complex". "Put a cop on the job for a number of years, 
give him some success, and then put a bulletproof vest 
on him. and he sometimes begins to think he cannot be 
hurt" (801:, 1979, p. 307). 

The "macho" image the officer can have of himself 
frequently carries over to his emotional side as well. 
Whatever happens to the officer, he believes he can han
dle internally without if affecting his work performance, 
personal or family life. The officer experiencing emo
tional pressures will frequently cmtinue to present the 
"macho" image he has of himself to everyone around 
him. However. when what is happening to the officer 
on and off the job cannot be dealt with up to the expec
tations of the officer. psychological stress takes place. 
According to Bartol (1983, p. 67). psychological stress 
occurs "when a stimulus initiates a response which does 
not lead to greater perceived or actual control over the 
stimulus". A police officer on the job sees himself in 
control, but when he begins to perceive himself as no 
longer being in control to the degree he anticipates, then 
stress becomes more pronounced and the officer can even 
become physically and emotionally incapacitate. 

Police work is believed to rank among the top of all 
occupations in the amount and variety of stress it prom
otes (Se/ve, 1978; Kroes, 1976). Indeed. Selve writing 
in the first issue of the magazine Police Stress placed 
the police at the very top of the occupational stress league 
lBull. Bustin. Evans & Gahagan. 1983. p. 112). 

Stress is a topic that is of much interest to law enforce
ment agencies today because of the increasing recognition 
of the consequences of job-related stress on the perfor
mance of police officers. Although the macho image and 
uenial of stress continue to exist. police officers are in
creasingly acknowledging that they experience stress. As 
a consequence of this recognition. stress recognition and 
management in-service programs have become common 
for ()fticers and their families. 

The "Rosenthal effect" has had a great deal to do with 
the police ofl1cer's denial of stres~. This effect is de
scrihed as how a person's expectation of how another 
will behave sometimes innuences the other's actual be
havior (Lanyoll &. Goodsrein. 1982. p. 256). The macho 
image police have of themselves. police solidarity and 
their high degree of alienation from the general public 
all make ofl1cers vulnerable to behaving as they see fellow 
officers expecting them to. 

The highest level police job-related stressor is what is 
currently being termed post-traumatic stress or post
shooting trauma. The illustration given at the beginning 
or this paper is an example of what can calise a very 
high degree of stress in a police officer. The taking of 
another's life or having a partner seriously injured or 



killed must necessarily produce a very high level of stress 
whether it is externalized or kept internalized. 

Post-Traumatic Stress 

Although a great deal of stress almost always results 
from a traumatic incident such as a shooting, the police 
officer's reaction to the shooting cannot be predicted in 
advance. Stress itself is cumulative and if the officer has 
been experiencing a great deal of it from other sources 
prior to the incident, it should be anticipated that the 
additional stress will be difficult for him to cope with. 
Police officer's reactions to shooting tend to vary with 
their prior reputation and status; the circumstances under 
which the shooting took place; peer responses to the 
shooting; administration's responses; and the responses 
of the media and community (F.B .1.. 1984. p. 2). 

There is an "apparent lack of emphasis on the reaction 
and well-being of officers involved in shootings" (Neil
son). Although statistics are not concise, it has been 
reported that 80% of officers involved in shootings leave 
their departments. The Dallas and Kansas City Depart
ments have stated that 50% of their off1cers leave. This 
is difficult for one to understand because if an officer 
does the job he is trained to do, he later does not receive 
the necessary support needed to continue in that position. 
Again, the "macho" image may be present in other offic
ers by saying that it was just part of the job and "you 
should be able to deal with it yourself'. 

Officer reaction to post-shooting counseling may be 
negative, and is a reflection of a prevailing "hyper-mas
culine police mindset" (F.B.! .. 1984. p. 2). An effective 
way it would seem for overcoming this is for departments 
to mandate that officers participate in profes'iional post
shooting counseling as soon as possible. The client's 
confidentiality and American Psychological Association 
(A.P.A.) ethical code would be upheld, although the 
department would want to be notified that meetings be
tween psychologist and officer client arc taking place. 
Although supervisory and peer help will take place natur
ally, immediate professional counseling by a psychologist 
to prepare the officer for the immediate effects. such as 
the shock and reaction stage1> as well as the later post
traumatic effects. would be most beneficial in beginning 
to prepare the officer for hi..., return to duty. 

Certain reactions can be expected to follow including 
a period of shock and disbelief; u period of Hutomatic 
action; a period characterized by a sense of accomplish
ment and exhaustion; and a period of assessment dlld 
integration during whieh the tot,"1 impact is felt. These 
reactions need to be recognized as normal responses to 
an abnormal situation. It is important for one to be able 
to share these feelings with others and to accept these 

feelings both within one's self and from others. The 
officer needs to know that help is always readily available 
(Gist & Stolz, 1982). All stressors have one thing in 
common-they demand readjustment and the correct per
ception of what caused the stress. A psychologist would 
be the best professional to assist the officer through this 
difficult period in his career and life. 

How does a department prepare itself to deal with post
traumatic stress? The department needs to look now at 
preparing a plan to implement in times of high levels of 
stress for an officer whether they are a one-man depart
ment or a large metropolitan police force. 

Preparation for Critical Incidents 

Reaction and not action seem to be the I/Iodw':operelldi 
of most organizations in this day and age with law en
forcement agencies being no different. Thankfully, shoot
ings are not a daily or monthly occurrence of most police 
departments. The majority of law enforcement agencies 
may indeed go for years without a shooting involving an 
officer, but just because something occurs infrequently, 
this does not relieve departments of the responsibility to 
offer immediate appropriately prepared professional as
sistance to the officer involved. According to Somodevilla 
(1984) "[ n order to be prepared you must assume that 
you will, at some future date, become involved in a 
shooting incident". 
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When it is administratively decided to prepare a plan 
for implementation in the event of high officer stress, 
the next step will need to be determining what approach 
will best secure and orientate a psychologist for this role. 
The importance of selecting the psychologist cannot be 
overemphasized, as officers often are hesitant to consult 
II professional not directly connected with or knowledge
able about police organizations because of a fear of being 
misunderstood, prejudged or stereotyped. And unfortu
nately, according to Reiser (/982, p. 52) this does happen 
on occasion. 

The usc or in-house (versus outside) consultants in 
polk!' Jepartmcnts has been taking place more and more 
frc:quently over the past ten years and has the advantage 
of the consultant being an insider in the organization with 
practically unlimitcd access to all departmental levels. 
[n addition. after the initial phases of suspicion and testing 
out take place, there is a growing organizational and 
individual acceptance which allows greater familiarity 
with the normally hidden or defended aspects of the de
partmcnt (Rieser. 1982, p. 50). 

The pl>ychologist is not usually accepted by the depart
ment immediately. It usually takes at least six months 
for a new consultant to be perceived as acceptable by 
members o/' a police department, but once this occurs, 
he will usually not have any shortage of clients. There 



will, however, likely remain a small group of younger 
officers who tend to equate counseling with being weak 
and unmanly, Veteran older officers sometimes find new 
approaches difficult. However, over time the 
psychologist who is accepted and trusted will not find 
either of these groups to be a problem (Mallll. 1973), 

Police officers and their families experience temporary 
crises that disrupt their work performance and/or family 
unity. When this does occur, a psychologist can provide 
meaningful assistance. Unfortunately, officers often fail 
to seek professional assistance because of various stigmas 
which have sometimes bt!en attached to counseling. A 
departmental psychologist, because ofllis familiarity with 
policing and the officer's familiarity with the 
psychologist, is more readily sought out when assistance 
is needed (Geiger. 1984). 

When critical incidents such as a shooting involve a 
police officer. immediate counseling by a psychologist 
having empathy toward and previously established rap
port with the officer is highly recommended. Recommen
dations for departments to carry out in critical incident 
planning are included following the summary. 

SUMMARY 

When a critical incident such as a shooting occurs in 
the life of a police officer, an occupation already charac
terized by a high level of stress, then immediate interven
tion by a psychologist already familiar to the officer and 
knowler.lgeable of police work is recommended, The 
importance of empathy and rapport having been estab
lisht!d prior to the incident cannot be over emphasized. 
Since law enforcement agencies have for their greatest 
resource and strength the personnel who work for them, 
being prepared and available at the time of greatest stress 
to an officer should be given primary emphasis in the 
yet emerging, but already expanding, role of the police 
psycho logist. 

RECOMMENDATIONS 

When law enforcement agencies develop or revise 
already existing procedures and policy for incidents 
creating a high level of stress for its officers, the following 
points are offered for their consideralion: 
I. Administratively develop and approve a plan to be 

implemented in event of shootings, accidents or other 
incidents producing high levels of ofticer stress. 
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2. Select psychologist who, in addition to professional 
qualifications, has expressed an interest in and wil
lingness to learn about and become involved in police 
work. 

Using the illustration at the beginning of this paper, 
or an actual incident you are familiar with, consider the 
advantages and disadvantages of handling the situation, 
showing the utmost sensitivity to the officer involved in 
the shooting, by using the following or similar approach: 

I. Immediately assign responsibility for investigation 
at the scene of the shooting to another officer and 
have officer involved in shooting returned to his 
headquarters. 

2. Make psychologist available immediately as being 
able to talk to a skilled listener will lower stress level 
and allow catharsis to begin. 

3. Contact families of officers involved before press 
gets to them to assure them that officer is safe-sup
port officer himself in doing the telephoning if he 
wishes to do the calling. 

4. Have all other interviews conducted before taking 
the general statement of the officer involved in the 
shooting. 

5. Do not allow officer's Ilame or address to be issued 
to the press. 

6. Have re-issued all equipment, such as revolver, 
which were taken for evidence unless refused by 
officer. 

7. Assign unmarked car to vicinity of officer's home 
to insure safety and privacy to degree desired. 

8. After administrative matters have been completed, 
allow psychologist or close officer friend to accom
pany officer home. 

9. Encourage officer to receive long term psychological 
counseling as desired and arrange for him to talk 
with peers having a similar experience. 

10. Do not allow what has happened to be ignored. Some 
ofticers have been hidden, transferred, fired or 
placed on disability retirement, but in your depart
ment put forth all the resources of the department to 
help officer return to his job as soon as he is ready. 
He needs the samejob he had to be waiting for him. 

II. Remember, it is only through the grace of God that 
it is "he tlnd not you" who finds himself in this 
situation. See to it that he is treated as you would 
want to be treated if you were in his "shoes". 
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A DEPARTMENT PSYCHOLOGIST RESPONDS TO TRAUMATIC INCIDENTS 

Richard A. Blak, Ph.D. 

This paper will present a model for understanding the 
mediation of traumatic events by peace officers as well 
as suggestions for mental health professionals who inter
vene in that process. It will draw on both research and 
clinical experience in an effort to provide an effective 
treatment model for peace "'ffieers who suffer the ravages 
of a violent world. 

The aftermath of a traumatic event for a peace officer 
can be literally devasting and disruptive in all facets of 
the officer's life. Here is what one officer experienced: 

"Went to bed at about II :00 p.m. Friday 
night. Woke up from a nightmare at 2:00 
a.m. I was in a patrol car alone at night. As 
usual, I turn on the red lights or siren, I'm 
just stopped behind a car. I walk towards the 
car wearing my uniform and gunbelt. Smith 
is in the car and he's got a bloody bandage 
around his head. He aims his nickel .45 at 
me and r go for my gun. I'm too slow and 
he shoots me in the face. I find myself floating 
in darkness and unable to breathe. I'm trying 
to move and force myself to wake up but it 
takes a long time. When I wake up I go to 
the living room and attempt to deal with my 
usual head and stomach ache. I'm able to 
return to bed at 3: 15 a.m". 

The above is an account of a recurring terror dream 
that a peace officer had every other night for more than 
nine months. The officer is still in treatment after a non
fatal shooting while on duty. He has been retired from 
law enforcement on a stress related disability and is now 
rebuilding his Ii fe. 

This is but one example of what may happen to a peace 
officer in the line of duty when he becomes the victim 
of a "traumatic incident". Trauma here refers to an emo
tional shock that creates substantial and lasting damage 
to the psychological well being of an individual. What 
we end up dealing with then is determining the nature 
of an event by examining the consequence of that event. 
If we look at the event itself e.g., shooting, uutol11obile 
accident, assault, "losing a patient" I we only get part of 
the picture. 
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THE STRESS MODEL 

In my experience the model for und,erstanding 
traumatic incidents is a special case of the stress model. 
More specifically it is the stress model which focuses on 
interactional processes or mediational processes as 
described by Lazarus (/983). If we focus only on the 
Stimulus model i.e., the occurrence of life events 
regarded as stressful (Holmes & Masuda, 1974) or the 
Response model i.e., physiological mobilization (Selye, 
1976), or cognitive disruption, or behavioral dysfunction, 
we may be able to label the process, assign values, and 
even measure the .impact of traumatic incidents. We do 
not however, get any ideas about how to "treat" the 
individuals involved until we look at thl.! "0" in the S-O-R 
paradigm. 

Looking at the "0" or organism typically results in a 
focus on cognitive processes which according to Lazarus 
include evaluation and judgment. The peace officer at 
some level engages in an appraisal of two separate but 
highly interdependent elements: (A) judging whether he 
is "in jeopardy" i.e., whether external (environmental) 
demands and/or internal (psychic) conflicts threaten his 
basic integrity and (8) judging whether his resources and 
available options are equal to the task. 

In addition to these general considerations, peace 
officers must mediate another set of unique issues and 
those have to do with the consequences of the execution 
of his mediations. lf he is in a life threatening situation 
he not only deals with surviving and maintaining basic 
integrity, but he has to be concerned with the depart
ment's reaction, the community'S reaction, and the 
media's reaction. The possibility of these consequences 
weighs heavily in officer's appraisal, particularly in 
officer involved shootings where it is very common for 
this question to be heard: "Am I going to be fired?" 

Appraisal as a rognitive process is quite sensitive to 
past learning, belief's about one's environment, and a 
sense of one's mastery over that environment. Peace 
officers are frequently involved in appraising the degree 
of "threat" in their work tasks. Virtually every interaction 
in the Field presents a potential threat und/or challenge. 



The degree to which the officer judges his resources and 
options to be equal to the task determines whether he 
experiences "challenge" or "threat". In those situations 
in which he experiences "threat" we have a necessary 
but not sufficient condition for a "traumatic incident". 

In some cases the nature of the stressful event is so 
intense and dramatic we assume it is also traumatic. 
Shootings, natural disasters, and violent assaults are like 
that. However, we also observe incidents which are less 
obvious but cumulative in nature although not necessarily 
any less devastating to the officer. 

It appears from recent physiological studies (Rose, 
1980) that both cortisol and catecholamine levels are 
elevated when one experiences "challengeM. The impli
cations of these findings for peace officers point to the 
fact that officers who are constantly "wired", "pumped", 
or "threatened" may be setting themselves up to become 
vulnerable to specific disorders which include Post 
Traumatic Stress Disorder, CHD, G-I dysfunction, and 
lower back dysfunction. 

In this sense a "traumatic incident" may in fact be the 
"straw that breaks the camel's back" more than a stressful 
event of such magnitude that it results in a significant 
impairment of basic functioning. The critical issue here 
for practitioners is the need to take a hard look a personal, 
medical, social, and developmental histories of officers 
involved in traumatic incidents not only to determine 
individual resources and premorbid personalities, but 
stress loads and past coping effectiveness. In other words, 
how did this officer "manage" his thoughts, feelings, and 
behavior in past conflicts and struggles. 

POST TRAUMATIC STRESS DISORDER (PTSD) 

Our awareness of PTSD comes largely out of the 
experiences of many VietNam veterans and their families. 
It was not until World War I that specific clinical syn
dromes were related to combat experience. We moved 
from "shell shock" to "battle fatigue" to "war neurosis" 
to the current PTSD. It has not just been a change in 
labels. We have also moved from an orientation of 
holding predisposing factors i.e., individual vul
nerabilities largely responsible (WWJl) for such maladies 
to understanding that given intense enough stress condi
tions virtually anyone may suffer significant reactions. 
According to the Diagnostic Statistical Manual III, PTSD 
is classified as an anxiety disorder. It may occur months 
or even years after the precipitating event and the disorder 
may last indefinitely. 
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Clinical Picture of PTSD 

recurrent dreams 
flashbacks 

trauma 
re-experienced 

emotional numbing not present 
insomnia before event 
impaired concentration 

depression 
substance abuse 
hostility 
paranoia 

not necessarily 
present in all cases 

The DSM II1 conceptualizes the precipitant as "outside 
the range of usual human experiences" e.g., man-made 
\lnd natural disasters, concentration camp. internment, 
military combat, and flood and fires. The parallels bet
ween "combat" experience and police work seem obvious 
to me. 

Hypervigi/ance - a special symptom 

One of the most frequently observed symptoms I have 
encountered in "traumatized" officers is hypervigilance. 
Janice (1983) indicated that "the grossest errors in deci
sion making are to be expected whenever hypervigilance 
is the dominant stress reaction". In the case of peace 
officers where vigilance is strongly reinforced under "nor
mal" conditions it often becomes /zypervigi/ance after 
traumatic events. 

What we observe is an inordinate degree of alterness 
to virtually all signs of potential threat which leads to an 
impairment of attention. In the officer's scanning and 
searching of' the environment in an effort to identify 
potential harm he often "misses" reliable information or 
data which is necessary to effectively solve or alleviate 
his conflict. He is more likely to deal with obsessions 
than with essential cognitive tasks. 

There is some evidence that the autonomic nervous 
system may be involved in environmental scanning and 
searching which suggests that hypervigiJance rather than 
being adaptive further exacerbates the stress reaction. 

This state of hypervigilance alternates with extreme 
defensive avoidance tendencies, denial of loss, and emo
tional deadening on the one hand and excessive 
physiological arousal in response to minor hassles, terror 
dreams, and flashbacks on the other. 



Hypervigilance seems to persist in those /lear-miss 
experiences. Survivors who are in close proximity to 
actual danger and experience a near-miss e.g., being shot 
at by a suspect; being pinned in a wrecked automobile; 
seeing or handling maimed bodies; recovering drowning 
victims etc., appear to maintain hypervigilance for long 
periods of time. Survivors who had remote-miss experi
ences on the other hand typically show a marked tendency 
toward increased tolerance of stress. 

Guilt and Humiliation 

Many peace officers have clear and high expectations 
of themselves as they encounter dangerous and 
threatening situations. Often they strive for mastery and 
for courage if not for heroism in their behavior. In an 
intense event they may fail to perform as anticipated. 
Such events may result in massive guilt and regret. If 
part of the officer's reaction is overwhelming fear as 
evidenced by trembling, diarrhea, vomiting etc., it may 
result in feelings of powerlessness and a sense of humili
ation. 

TREATMENT INTERVENTIONS 

Individual Treatment 

If a traumatic incident results in PTSD for an oft1cer 
he may seek out professional help for any number of 
reasons or his job performance may reflect cognitive or 
emotional deficits. In any case, if your department has 
a mental health professional on staff or available to you 
and known to the officers you have a better than fair 
chance of getting that officer back to effective function
ing. 

In addition to verbal supportive and interpretative 
psychotherapy I have found biofeedback via EMG and 
cognitive behavioral strategies to be very helpful. 
Biofeedback in this treatment is an intervention into the 
physiological component of the PTSD. The goal is to 
get the officer more in control of the somatic aspects of 
his stress response. It provides a way for the traumatized 
officer to allow the body's natural restorative processes 
to work. Biofeedback may in some cases aid the injured 
officer with chronic or persistent pain in the management 
of that pain. 

Cognitive behavioral interventions provide new 
learning experiences in regards to both the ongoing 
appraisal processes and coping mechanisms of the 
traumatized officers. Behavioral rehearsals, symptom 
practice, thought stopping, and time control of intruding 
thoughts are common techniques in facilitating the 
officer's rccovery of control over his cognitive as well 
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as emotional functioning. Discussion of these techniques 
may be found in Meichenbaum and Jarenko's upcoming 
book Stress Prevention and Management (N.Y. Plenum). 

Peripheral Victims 

Because PTSD officers tend to develop special prob
lems in regards to impaired intimacy, social introversion, 
family difficulties, and manifest hostility I believe that 
it is important to involve marital partners and family 
members in treatment whenever possible. A recent study 
by Roberts et ai (1982) which looked at interpersonal 
problems of VietNam veterans diagnosed as having PTSD 
provides empirical support for these clinical qbservations. 
It also seems efficacious to involve "significant others" 
in treatment to address "secondary traumas" i.e, those 
people indirectly involved in the traumatic incident who 
later show symptomatic behaviors. 

Results from the Roberts et ai study also suggest that 
interpersonal problems of PTSD officers are not attribut
able to preindustrial injury differences or to demographic 
variables. The implications of these findings put the 
importance of professional intervention after a traumatic 
event in clearer focus. The often heard cry for absolute 
predictors of police performance und the fantasies for 
supermen or superwomen peace officers may ease if we 
assume that we can do a better job in ongoing human 
development as well as selection. 

Group Crisis Debriefing 

It has been my experience that as soon after the 
traumatic event as possible it is advisable to provide some 
kind of psychological education and intervention. Inter
vention at this level serves many purposes. First it pro
vides the organization with a healing focus. In our depart
ment we had a deputy killed by a drunk driver on 
November 5, 1982. A little more than a month later on 
December 7, 1982, we had four deputies shot from 
ambush. Fortunately none were fatal, but two remained 
off work with serious leg wounds for nine months. In 
both situations the department went through classic stress 
reactions with intense feelings of anger and anxiety. 
Crisis debriefing provided the vehicle for working 
through our anxieties and fears and beginning to feel 
whole again. The group process made it "okay" to com
fort each other and to share feelings. All personnel 
involved in those incidents: deputies, supervisors, com
mand level personnel, and dispatchers were directed to 
attend the debriefing. All other personnel not directly 
involved who wished to attend were invited. 

Second, participants learned from the debriefing. 
Hearing the perceptions and perspectives of others 
allowed each participant to appreciate and integrate the 



traumamore effectively. At times others may be able to 
verbalize or communicate something we are feeling but 
not quite able to say. The group also made it acceptable 
for emotions like sadness and crying to be expressed and 
released. 

By comparing our feelings with those of others we can 
determine that we are not "crazy" and that others feel as 
we do is a third aspect and values of this process. Reas
surance from our peers and colleagues particularly in law 
enforcement carries much more weight than a stamp of 
approval from an authority figure. 

In a group where we know and trust each other we 
can accept what others may perceive as callousness par
ticularly the way we joke about sad and tragic events. 
Those dangerous events seem less threatening and less 
overpowering when we use humor appropriately as a 
release and so we have a fourth element to group crisis 
debriefing. 

Although there was no attempt to empirically measure 
the impact of this intervention, feedback from the par
ticipants indicated that all four of the above objectives 
were satisfied for our department. 

Depending on the size and magnitude of the traumatic 
event you may want to enlist the aid of colleagues from 
your community or from other agencies. In the case of 
ollr December incident we had the good fortune of having 
concerned professionals from other agencies available to 
liS. After a general presentation of the stress model 
smaller discussion groups (approximately 12 to a group) 
were formed in order to facilitate open discussion. This 
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approach makes intuitive sense and has been used in 
debriefing peace officers after air disasters. 

A department initiated debriefing after traumatic sets 
the stage for further professional interaction if needed. 
It also communicates very clearly the message that we 
do indeed take care of our own. 
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DEADLY FORCE: PSYCHOSOCIAL FACTORS AND OBJECTIVE 
EVALUATION - A PRELIMINARY EFFORT 

'''--.... 
Theodore H. Blau, Ph.D. 

Community expectations and Administrative pressures 
reflecting such expectations as well as developing legal 
tort constraints have resulted in significantly increased 
police awareness, concern, and hesitancy in deadly force 
action. In most jurisdictions, the police or enforcement 
officer who uses deadly force can expect unfavorable 
press coverage and stringent depluimell<dl investigation. 
This is frequently followed by community disdain and 
grand jury investigation. These occurrences can lead to 
indictment or conviction. Even when exhonorated in 
every respect, the ofticer or agent then usually faces a 
civil suit entered by the victims survivors or estate. The 
issues are very complex. (n reality, police rarely shoot 
in armed confrontations and when they do, they fre
quently miss. Police and anti-police factions are polarized 
by isolated incidents (Schar! & Binder, 1983). Some 
recent resear.:h supports the concept that definitive inter
vcntion and arrest does dccrcasc rccidivism among vio
lent offenders (Sherman & Bcrk, 1984). 

HISTORICAL ANTECEDENTS 

There has always been a clear resistance to police 
department formalization in democratic societies. Com
munities in countries primarily governed by common law 
developed local law enforcement via sheriff's and posses. 
Fears of "interference with perfect frcedom of action and 
cxcmption from interfcrence" were rampant in 18th and 
19th century England. hnprovement in dctection or 
reduction in crime was not considered sufticient for the 
risk of loss of freedom. Fears of tyranny aboundcd. 
Shortly after Robert Peel succeedcd in forming the Met
ropolitan Police to replace the Bow Street Patrols in 
London in 1829, onc of the new "constables" was killed 
during an anti-police riot. The perpetrator was found "not 
guilty" after a defense or "justifiable homicide". The 
British Parliaments willingness to oppose public opinion 
in establishing a paid, organized public police force was 
stimulated by increased levels of urban crime. 

Early police officers were held personally liuble for 
acts done in their public capacities. Nineteenth century 
policing Was usually dOl1t~ by citizens who were prel'sed 
into service, at no pay, by the community elders. [t Was 
extremely risky ror any officer, constnble, or watchman 
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to use anything beyond "minimum force" While doing 
their duty. 

Police forces or "constabulary" in countries primarily 
governed by evolutions of Roman law were modeled 
after the military and tended to operate in Europe and 
Asia with absolute power and modest restraint. With 
development of British and American police establish
ments, less military stmcture and more citizen control 
nnd concern became the style. (Mosse, 1975). 

CURRENT ISSUES 

Public concern about enforcement agencies use of 
deadly force has been continuous in democratic societies. 
Current day concerns might be summarized as follows: 

Conditions and Standards of Fireman Discharge 

Strong opponents of deadly force condone its use only 
in a clear defense-of-Iife situation. Proponents point out 
that the police officer's job is perilous enough without 
being further restrained and restricted. Proponents also 
suggest that criminal elements will become more aggres
sive and dangerous if police are restricted in the use of 
deadly force (Scharf & Binder, 1983). Opponents suggest 
that departmental restrictions will decrease police-insti
gated homicides while proponents of flexible deadly force 
standards insist that rigid restrictions increase the danger 
for police by making officers hesitant and unsure (Reiser 
& Geiger, 1984). 

Fleeing~'elon Issue 

In most jurisdictions, the common rule law is claimed 
for the use of deadly force on fleeing felons who have 
not acted in a dangerous manner. Many police and 
enforcement officials support this view, believing that 
an officer can "shoot to wound". A hard look at the data 
indicates that this is a myth. 

A good deal or concern has been voiced by community 
spokespersons regarding the use of deadly force with 
fleeing felons and as a result, about 2S states codify a 
f1ecing felon rule with four requirements before a deadly 
force can be used: (Boutwell, 1982). 



a. The ofticer or agent must have probable cause that 
a felony has been committed and that the fleeing target 
is the perpetrator. 

b. The fleeing target must have received notice of 
intent to arrest from an identified officer. 

c. The target must be clearly fleeing or forcibly 
resisting arrest. 

d. The force used must be clearly necessary to effect 
an arrest. 

Racial Focus 

Anti-police citizens groups claim with some frequency 
that deadly force is used more often with blacks and other 
non-white racial groups than with white felons. Some 
data suggest that 80% of the targets of police shooting 
were black. Other researchers question this data or com
pare these rates with the base rates of non-whites in 
felony offenses. The socioeconomic and cultural 
etiologies of criminal activity further complicate this issue 
(Miltoll, Halleck, Lard1ler & Abrecht, 1982). 

Constitutional Issues 

Anti-deadly force usage groups question whether much 
of the deadly force events in the past haven't abrogated 
the victim's constitutional guarantees. These include: 

a. 8th amendment: Cruel and unusual punishment. 
b. 5th amendment: Due process denied (officer acts 

as judge and Jury). 
c. 14th amendment: Denies equal protection (non-

whites shot more frequently). 
Some social scientists have suggested that excessive force 
represents discriminate prejUdice by a small number of 
police officers (Fyfe, 1982). 

Training 

There are those who suggest that deadly force would 
be more effectively and discriminately if officers were 
more carefully selected, trained and re-trained at regular 
intervals. Styles and methods of training in the use of 
weapons vary tremendously (Fyfe, 1982). Some depart
ments or agencies have very extensive training, supervi
sion and qualification standards, with re-qualitication as 
often as semi-annually. Such departments often have a 
stringent gun-size and ammunition limitation policy. 
Role-playing and restraint and patience training are part 
of on-going training is such departments. Other agencies 
and departments may have very minimal weapons 
training and no re-qualification or ongoing truining policy 
(Dade County, /983,' Sherman & Langworthy, 1979,' 
Schmf & Binder, 1983). 
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Civil vs. Criminal Sanctions 

Aside from the inherent dangers faced by agents and 
police officers on the job, civil and criminal charges can 
be placed against enforcement officers as against any 
citizen. A police officer who kills someone may be 
charged with a felony, taken before a grand jury, indicted, 
found guilty and sent to prison. 

Even when an officer is exculpated after a department 
investigation and a grand jury hearing or trial, he or she 
may still face civil action as a defendant in a wrongful 
death tort. State civil courts may define ofticer's 
privileges differently than criminal courts. Ofticer's 
privilege is more restrictively defined in most state courts 
and requires that the officer believes that the victim or 
target committed a felony and prove that arrest could 
clearly not have been effected without the use of a firearm 
(Fyfe, 1982). 

Personal Stress 

There are those who believe that an officer or agent 
under stress is more likely to use deadly force inadvisedly 
or indiscriminately. Others suggest that stress results in 
indecisiveness and is more likely to result in an officer 
1I0t acting aggressively (Reiser & Geiger, 1984). 

DATA AND BASE RATES 

Current Figures 

Some current data (Fyfe, 1980,' Geller, 1982,' Milton 
et. ai, 1982) that should put the deadly force issue in 
perspective includes: 

a. There are about 450,000 police officers and 21 ,000 
departments in the U.S. 

b. 49% require officers to carry a weapon off-duty 
and 51 % are required to be armed at all times. Ten percent 
of officers who are killed each year are off-duty at the 
time (25% in New York City) while between 12% and 
17% of citizens who are killed each year arc the targets 
of off-duty police. 

c. Twenty-nine percent of all shootings by police 
officers proved fatal to the target. Nearly all victims were 
male. 

d. The relation of deadly force incidents to lawlisness 
is demonstrated by the following: 

(I) Disturbance calls - 32% 
(2) Robbery in progress - 21 % 
(3) Burglary in progress - 20% 
(4) Traffic Offense - 8% 
(5) Personal dispute & accident - 4% 
(6) Stake-outs & D1'lIgs - 4% 



(7) Other - I 1% 
e. Thirty-five percent of the victims were ages 19-24. 
f. Of the victims killed, 57% were armed (54% had 

guns). 
g. The denser the population, the higher the rates. 
h. [n the years 1970-1975 between 100 and 134 

officers and agents are killed each year, while enforce
ment officials kill between 300 and 4 I 2 civilians. This 
means that each year, police kill approximately I civilian 
in 685,000, whiit! civilians kill I officer in 3800. 

i. The higher the owned-gun density/population, the 
higher the death rate of police and civilians. 

j. Deadly force by police varies directly with the com
munities general crime rate, the violence rate of the 
neighborhood and the decentralization of police administ
rations (more precints). 

k. Deadly force decedents vary inversely with 
administrative intensity (% of personnel in support units, 
supervisors/Line officer ration, % of officers in units 
other than basic patrol and the strength of the internal 
investigation ~ection). 

I. The stronger the disciplinary formalism in the 
department the lower the kill rate. 

RELIABILITY AND VALIDITY OF 
BASERATE DATA 

In measuring homicide by police officers there are 
three important statistical !lnd research design questions 
to be considered: 

I. Can an accurate, total, annual measure of the 
number of people killed by police be made? 

2. Can one jurisdiction be compared with another? 
3. Are the compilation sources accurate? 
Death certificates are tiled with the National Center 

for Health Statistics (NCHS), but frequently the source 
of the cause is not indicated. This results in NCHS figures 
grossly underestimating deadly force victims. Police 
internal affairs records are fairly accurate but such records 
do not exist in small police departments. Thus, internal 
affairs deadly reports are underestimates of the national 
totals. Police-generated data may be as much as 50% 
under NCHS data. 

Newspaper stories may provide the most accurate count 
of police homicides in those cities where the newspaper 
has a policy of reporting such data. 

Thus, various data banks arc in disagreement and at 
the present time, vital statistics may be the most accurnte 
source of data. (Sherman & Langworthy, 1979). 

RECOMMENDED STANDARDS 

Police departments throughout the country have evi
denced concern regarding standards to govern the use of 
deadly force and have proposed such stuQdards at a 
national organizational level (Chapman, 1967). These 
include: 

I. Firearms are to be discharged when all other means 
fail. 

2. The primary purpose of deadly force is as a neces
sary defense of self or others from death or serious injury 
when being attacked. 

3. To effect arrest or prevent escape or to recapture 
escapees when other means fail when the felon suspect: 

a. [s sought for conduct which includes the use or 
threatened use of deadly force. 

b. Demonstrates that there is substantial risk he will 
cause death or serious bodily harm to others if apprehen
sion is delayed. 

4. To kill a dangerous animal. 
5. Firearms are not to be discharged: 

a. To give a warning. 
b. At fleeing vehicles except under items 1 and 3 

above. 
FBI Policy is quite stringent (Fyfe, 1982). Following 

the American Law Institute Model Penal Code, it is 
recommended that deadly force be used only: 
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I. Where the crime for which an arrest is being made 
involved the use or threat of deadly force. 

2. When there is substantial risk that the person to be 
arrested will cause death or serious bodily injury if 
apprehension is delayed. 

3. Agents should not fire: 
a. At moving vehicles 
b. From moving vehicles 
c. At Juveniles 
d. Warning shots 

The issue of standards for the use of deadly force has 
been reviewed in the grand jury setting (Dade COUllty, 

1983). Recommended departmental standards and policy 
include: 

I. Departments must make all efforts possible to retain 
police officers at senior levels since most deadly force 
incidents involve younger officers. 

2. Departments should avoid spohisticated "shoot
don't shoot" training situations since this may incite more 
shooting incidents. 

3. All officers should have initial and continuing 
training in talking excited people out of violence. 



Restraint and patience training is to be recommended. 
4. Departments should improve firearm training and 

include role-playing as part of the academy curriculum. 
S. Improved physical training and physical standards. 
6. Develop clear, inclusive firearm discharge board 

procedures and apply these scrupulously. 
7. Restrict the fleeing option for officers to serious 

felonies involving death, great bodily harm, or armed 
felonies. 

EVALUATION OF DEADLY FORCE 

Beyond departmental evaluations and formal legal pro
cedures little has been done to evaluate, let alone predict 
deadly force incidents. More recently, psychological 
evaluation of officers involved in deadly force incidents 
has occurred. The purpose is usually a negative one, that 
is, to determine if the officer has any psychological 
deficiencies or personality traits which would suggest 
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impulsive action, poor judgement or prejudical motiva
tion (Blau, 1984). 

The final decision to "shoot-not shoot" in a confronta
tion may be a false dilemma. Incorrect choices by officers 
at this point can result in tragic errors. Under reaction 
may be as dangerous as over reaction. 

Of considerable significance are the critical situational 
and psychological antecedents of decision-making. The 
point at which an officer makes the final decision to shoot 
or not to shoot lies at the end of an interdependent sequ
ence of people/event/place variables. This should provide 
the circumstances which would lead to a predictive risk 
typology (Scharf & Binder, 1983). 

To this end it is suggested that we may be ready to 
construct and standardize a scale of items that would 
explicate the degree to which various factors compounded 
to result in a deadly force incident. FIGURE 1 presents 
a preliminary "Deadly Force Evaluation.Scale". 



DEADLY FORCE EVALUATION SCALE 

RATER'S NA~IE _________ /I _____ DATE OF EVALUATION. __ _ 

The purpose of this scale is to evaluate objectively the conditions under 

which a law enforcement officer or agent used deadly force. Please complete 

this scale on the basis of objective information. Whenever you lack suf

ficient information upon which to base a clear rating, indicate this by 

checking the "can't rate" box. 

NAME OF OFFICER OR AGENT BEING EVALUATED __________ DEPT. 

DATE OF INCIDENT _______ CITY 

WEAPON USED _________ RESULT OF INCIDENT 

Directions 

You have been provided with all materials and information necessary to 

complete this form. If you have questions or need additional information, 

ask the supervisor for assistance. 

To complete this rating scale, begin 

carefully. Following each fact pattern will 

by reading each fact pattern 

be a series of categories 

relating to particular subjects or facets of the fact pattern. For each 

category, concentrate on the information contained in the fact pattern which 

relates to the subject matter of that category. Then examine the scale of 

responses following the category. Focus first upon the extreme responses 

represented by blocks I and 5 at the ends of each rating line. Then review 

the responses in-between the extremes. After carefully considering the 

available options, make your chojce by marking an "X" in the box which best 

reflects the facts as you see them, Where the information provided is in

sufficient to answer the question, mark the "can't rate" box. 

Figure I. l>e.dly Force Evuluotiun Scale 
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EXAMPLE: At 3:00 a.m., officers X and Y responded to an "Officer in Need 

of Assistance" code. On arriving at a corner liquor store, officer X ob-

served that the liquor store's front door was smashed and the burglar 

alarm was sounding. The neighborhood was deserted. As officer X left his 

vehicle, he saw a figure run from the store, followed shortly thereafter 

by a police officer. The officer in pursuit shouted at the fleeing figure 

to "halt." The fleeing figure turned, fired a large calibered handgun at 

the officer, who dropped to the pavement. The suspect then started to 

turn away to flee. Officer X drew his revolver, took a proper stance and 

fired at the fleeing suspect. Officer XIS shot hit the suspect in the 

back and killed him. 

In the scales below, choose the ratings which best describe the situation. 

a. FELONY IN PROGRESS 

1 

1-' 
No illegal 
activity in 
progress 

2 
I_I 
Nisdemeanor 

3 

1-' 
Minor 
felony 

b. VICTHI'S THREAT TO OFFICER(S) 

1 2 3 

1-' 1-' 1-' 
No threat Probable or Threat 
or action possible action 

threat or 
action 

4 
I_I 
Serious 
felony 

4 

1-' 
or Clear, 

strong 
threat or 
action 

c. DANGER OF OFFICER INJURING BYSTANDERS 

5 

1-' 
None 

4 

1-' 
Not likely 

3 
I_I 
Possible 

2 
I_I 
Very 
possible 

5 

1-' 1-' 
Very Can't rate 
serious 
felony 

5 

1-' I_I 
Clear, Can't rate 
deadly 
threat or 
action 

1 

1-' 
Very high 

1-' 
Can't rate 

An "X" in box 5 for each of examples "A," "B," and "c" would be the appro-

priate ranking. 

P1aurc I. Deldly Force Bv.lu.llo. Seal. (conllnued) 
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Read, evaluate and mark one box in each of the following scales, in 

response to the officer and the fact pattern you have b&en asked to 

evaluate. 

iNCIDENT EVALUATION 

A. OFFICER'S VARIABLES 

1. OFFICER'S AGE 

5 4 3 
I_I IJ IJ 
18-20 yrs. 21-23 yrs. 24-26 yrs. 

2. OFFICER'S EXPERIENCE 

5 4 3 
IJ IJ IJ 
Probation 1-5 5-10 
to 
1 year 

3. OFFICER'S EVALUATIONS 

5 
IJ 
Consis-
tently low 
to medium 

4 

IJ 
Variable 
medium to 
low 

4. OFFICER'S WEAPON 

1 2 
IJ I_I 
Standard .38 with 
.38 special 
caliber ammo 

3 
I_I 
Consis
tently 
medium 

3 

IJ 
.357 or 
9mm 

2 
IJ 
27-29 yrs. 

2 

IJ 
10-15 

2 

IJ 
Variable 
medium to 
high 

4 
IJ 
Shotgun 

5. OFFICER'S EXPERIENCE IN THE NEIGHBORHOOD 

1 2 3 4 
IJ '-I IJ IJ 
Born and Several At least 1 Knows area 
raised in years year on slightly. 
the neigh- experience assignment Knows a 
borhood. in the in neigh- few resi-

neighbor- borhood. dents. 
hood. Knows the 
Knows streets and 
many some resi-
residents. dents. 

Figure I. Deadly Force EValua'ion Scale (continued) 
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1 
I_I 
30+ yrs. 

1 
IJ 
15+ 

1 

IJ 
Consis
tently 
superior 

5 
IJ 
Automatic 
weapon or 
swat weapon 

5 
IJ 
On first 
assignment 
less than 
6 months. 

IJ 
Can't rate 

I_I 
Can't rate 

I_I 
Can't rate 

I_I 
Can't rate 

'-I 
Can't rate 



6. OFFICER'S STRESS LEVEL FOR 30 DAYS PRIOR TO INCIDENT (HOLMES SCALE) 

1 2 3 4 

IJ I_I I_I IJ 
Below 100 101-99 200-299 300-399 

B. DEPARTHENT/ADHINISTRATION VARIABLES 

1. FIREARMS TRAINING 

5 4 
IJ I_I 
Limited Limited 
training training. 
no requali- Limited 
fication. requali-

fication. 

2. FIREAR~!S TRAINING 

5 
IJ 
None 

4 
I_I 
Very little 

SKILL 

3 2 

'-I I_I 
Moderate Thorough 
training. training. 
Limited Annual 
requali- requali-
fication. fication. 

RESTRAINTS AND PATIENCE 

3 
I_I 
Hoderate 

2 
I_I 
Thorough 
including 
either 
patience or 
restraint 
training. 

3. DEPARTNENT DEADLY FORCE STANDARDS AND POLICY 

5 
I_I 
General 
policy. 
No speci
fications. 

4 
I_I 
General 
policy -
some speci
fications. 

Figure I. l>eadly Fo",. Evaluation Scale (continued) 

3 

IJ 
Noderately 
specific 
policy. 
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2 
I_I 
Explicit 
rules. 

5 

'-I 
Over 400 ~a~'t rate 

1 

t~~y ~a~'t rate 
thorough 
and exten
wive train
ing. Regu
lar qualifi
cation semi
annually. 

1 
IJ 
Extensive 
including 
patience 
training and 
role playing. 

1 
I_I 
Very clear, 
explicit 
rules in 
measureable 
behavioral 
terms. 

I_I 
Can't rate 

IJ 
Can't rate 



4. FLEEING FELON POLICY 

S 4 3 2 1 
I_I I_I '-I 1-' I_I I_I 
No restric- Restrictions ~ioderate Stringent Very r.>trin- Can't rate 
tions. orally re- restric-. written gent re-

viewed. tions, restric-. strictions. 
tions. Formal re-

view and 
training. 

S. FIREARN DISCHARGE REVIEW PROCEDURES 

S 4 3 2 1 
I_I I_I I_I '-I I_I 1-' No formal Somewhat Noderate, Thorough Stringent, Can't rate 
procedures informal flexible review formal 

review policy thorough 
procedures review 

6. PHYSICAL CONDITIONING REQUIREHENTS 

5 4 3 2 1 
I_I 1-' I_I 1-' I_I 1-' None Vague Strong High stand- Very high Can't rate 

or loose initial. ards wtih standards 
No contin- annual with semi-
uing pol- review. annual 
icy. review. 

C. COHHUNITY AND NEIGHBORHOOD FACTORS 

1. NEIGHBORHOOD CRINE RATE AND VIOLENCE 

1 2 3 4 5 
I_I I_I 1-' 1-' I_I 1-' 
Very low Low ~loderate High Very high Can't rate 

2. CmlNUNITY CRINE RATE AND VIOLENCE 

1 2 3 4 5 
I_I 1-' I_I I_I I_I 1-' Very low Low ~loderate High Very high Can't rate 

Figure I. Deadly Fa",. Evaluatlon SCRI. (continued) 
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3. NEIGHBORHOOD DENSITY 

1 2 3 4 5 
I_I I_I I_I '-I I_I I_I 
Rural Suburbs City Crowded Very dense Can't rate 

single single multi- overcrowded 
family family family multi - family 

urban 

D. CIRCUMSTANCES OF THE DEADLY FORCE INCIDENT 

1. VICTHt'S THREAT TO OFFICER(S) 

1 2 3 4 5 
I_I I_I 1-' 1-' I_I I_I 
No threat Probable or Threat Clear, Clear, Can't rate 
or action possible or action strong extreme 

threat or threat or threat or 
action action action 

2. VICTH1' S THREAT TO BYSTANDERS 

1 2 3 4 5 II 

I_I I_I 1-' 1-' I_I I_I 
None Possible Probable Clear Clear, Can't rate 

threat or threat or threat or extreme 
action action action threat or 

~ction 

3. DANGER OF OFFICER INJURING BYSTANDERS 

5 4 3 2 1 

'-I 1-' 1-' 1-' I_I 1-' None Not Likely Possible Very Very high Can't rate 
possible 

4. VOLATILITY OF SETTING 

1 2 3 4 5 

'-I 1-' 1-' 1-' 1-' '-I 
None Little ~loderate Presence A locus of Can't rate 

threat- of friends, violence. 
ening atti- neighbors Angry, 
tude of or cohorts milling 
others of victim, crowd or 
present acting group 

uncoopera- threatening 
tively officer. 

Figure I. Deadly Force EVAluallon Scale (conlinucd) 
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5. VICTIM'S LOCATION RELATIVE TO OFFICER'S DEFENSE ZONE 

5 4 3 

1-' I_I 1-' Less than 2 ft-12 ft 12 ft-30 ft 
48" 

6. FELONY IN PROGRESS 

1 2 3 

1-' I_I 1-' No illegal Misdemeanor ~Iinor felony 
activity in 
progress 

E. VICTIM VARIABLES 

1. VICTIM'S INVOLVEMENT IN FELONY 

1 

1-' 
Clearly 
not 
involved 

2 
I_I 
Involved 
in minor 
felony or 
misde
meanor 

3 

'-I 
Possibly 
involved 
in major 
felony 

2 

1-' 30 ft-75 

4 

1-' Serious 
felony 

4 
I_I 
Probably 
involved 
in major 
felony 

2. VICTIM A KNOWN AND DANGEROUS PERSON 

1 

'-I 
Not known 

2 
I_I 
Associat
ing closely 
~.,ith known 
felon 

3 

1-' 
Known to 
be a felon 

3. VICTIM'S POSSESSION OF WEAPON 

1 2 3 

'-I 1-' 1-' 
Clearly Object Knife, 
none (stone, chain 

4 

1-' 
Known to 
be a 
dangerous 
felon 

4 

1-' 
A gun of 
indeter-

f.t 

board, martial minant size 
stick) arts objects 

Figure I. DeAdly Force Ilviliuntion SCAle (continued) 

325 

1 
I_I 
Greater 
than 75 

5 

1-' Very 
serious 
fel0t:ly 

5 
I_I 
Clearly 
involved 
in major 
felony 

5 
I_I 

ft 

Known to 
be an 
extremely 
dangerous 
felon 

5 

1-' 
Clearly a 
large 
caliber 
gun or 
shotgun 

1-' Can't rate 

1-' Can't rate 

1-' 
Can't rate 

1-' 
Can't rate 

1-' 
Can't rate 



4. VICTHf'S RESPONSE TO OFFICER'S ORDERS 

1 2 3 4 5 
I_I I_I I_I 1-' 1-' 1-' Obeys all Obeys Obeys at Ignores Ignores Can't rate 
orders slowly first then officer's clear and 

or reluc- disobeys command unequivocal 
tantly commands 

repeatedly 

5. VICTH1' S E~1OTIONAL ASSERTIVENESS TOWARD OFFICER(S2 

1 2 3 4 5 
I_I 1-' 1-' 1-' I_I I_I 
Passive Sometvhat Angry or Very Extremely Can't rate 

resistant resistant angry and hostile and 
hostile, confronta-
very resis - tive. 
tant Extreme 

resistance. 

6. VICTHl'S EFFORTS TO ESCAPE 

1 2 3 4 5 
I_I 1-' 1-' 1-' 1-' I_I 
None Seems to Hakes mild Strong Repeated or Can't rate 

look for effort -- effort vigorous 
opportunity tentative. efforts 

All of the items on the D~adly Force Evaluation Scale (DFES) are derived 

from factors thought to be associated with increased probability that deadly 

force will be used in a confrontatlon between a police officer and a 

suspected or pursued felon. 

Figure 2 presents a summary profile to be used in charting the scores on 

the DFES. 

I'lgure I, Deadly Force Evalualion SeRle (continued) 
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I4AME OF OFFICER BEING EVALUATED _________________ _ 

EVALUATED BY ___________________ --:DATE ____ _ 

Cant 

HIGH 

MEDIUM 

PROBA
BILITY 

LOW 

Rate Officer Departm. Community Circum- Victim 
Factors Factors & stances Factors 

Neigh-
borhood 

Figure 2. Probability ProOle ror • Delldly Force Confront.tlon 
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G. EXAMPLES OF THE DEADLY FORCE EVAUATION SCALE APPLIED 

As an empirically derived scale, the DFES has yet to be standardized (to 

be discussed in Section H). Examples of the use of the DFES with several 

incidents where an officer used deadly force may be instructive. 

1. EXAMPLE I. A 36-year old white, anglo male parked his 
automobile at a popular fast food restaurant in the Hispanic sec
tion of a large western city. He entered the restaurant, walked 
to a table, laid out an automatic rifle, a heavy calibered pistol 
and a shot gun. He opened fire immediately at the customers and 
staff. By the time patrol units arrived, he had killed 21 of the 
customers in the restaurant and wounded 18 other bystanders. An 
hour after the gunman entered the restaurant, he was killed by a 
police sharpshooter. 

The DFES was filled out for this incident and the profile sheet is 

presented in Figure 3. 

Fisure 2, Prohnhllily Protil~ for. Dcndly f1o"'~ Confrontntlon (cont,) 
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NAME OF OFFICER BEING EVALUATED O.S. ---------------------------------------
EVALUATED BY TB DATE 8/~ ~ /H4 

--------------------------------------~ 

HIGH 

15 

10 

10 

.5 LOW 

Cant 
Rate Officer Departm. Community Circum- Victim 

Factors Factors & stances Factors 
Neigh-
borhood 

Figure 3. DeDdly Fo{Cc flvlIluD,'oll Scnle-fl,"mplc I 
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Examination of Figure 3 indicates that the Victim Factors were very high 

while Community and Circumstances were also in the high probability range. 

In this instance, it is clear that circumstances, environment and felon all 

contributed significantly in creating a deadly force confrontation which was 

patently unavoidable. The "can't rate" factor was very low, suggesting that 

the profile is valid. The officer in Example I was cleared by his review 

board. 

2. EXAHPLE II. On February 5,1983, Sgt. White superv.ised a 
team of undercover State Police agents in a "buy-bust" arrest of 
several suspected drug dealers. During the course of the 
operation and immediately prior to the arrests, Sgt. White was 
monitoring the body-wire on one of his agents. When he \:lecame 
concerned for the safety of his undercover men who were inside the 
house preparing to make the initial arrests. He led a team of of
ficers through ~ locked, wrought-iron gate and through a door in 
order to as~ist the undercover agents inside the house. Upon en
tering the front door of the house, Sgt. White found one of the 
suspects disobeying a police officer's orders to stay against the 
wall. The police officer had pushed this suspect against the wall 
and instructed him to remain there. Sgt. White noticed that this 
subject was not obeying the officer's commands, again. As 
Sgt. White moved toward this suspect to ensure the safety of him
self and his men, the suspect suddenly turned and moved quickly 
toward Sgt. White while simultaneously putting his hands under his 
jacket. Sgt. White, who had already assumed a position of 
readiness prior to entering the house, was taken aback and assumed 
a proper defense posture. Before the move by the suspect, 
Sgt. White had his weapon at a 45 degree angle from his body, 
which was usual for such circumstances. As the suspect quickly 
advanced, Sgt. White was both surprised and threatened. 
Sgt. White attempted to move backward, in the limited space 
available, while at the same time, his partially raised weapon 
began to arc downward into a usable, protective position, as would 
be natural under such circumstances. At that point, Sgt. White 
discharged his weapon. The shot killed the suspect. Sit. White 
reports a somewhat fragmented perception of events from the time 
his weapon discharged until he made the telephone call requesting 
the proper personnel to deal with the death that had occurred 
during this police action. 

The DFES for this deadly force incident is presented in Figure 4. 

FIBIIIO J. f)clldly Fort. EVlllullllon SCllle-Exllmf'l~ I (ennl.) 
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NAME OF OFFICER BEING EVALUATED C.s. 
--------------------------------------

EVALUATED BY LB. DATE 7/15/84 -----------------------------------------

'5b - pO 

;.S 

;(.$ 
HIGH 

~() 

;'0 

/5 MEDIUM 

PROBA-
15 BILITY 

/0 

---to 

10 

LOW 

o 

Cant 
Rate Officer Departm. Community Circum- Victim 

Factors Factors & stances Factors 
Heigh-
borhood 

Figure 4, l)eudly F"n:Q {!vahHlllllu S,u)c ... l1tllrnrlc II 
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In Examp,le II, Community Factors and Circumstances would appear to be 

the most significant instigators of the deadly force incident, followed by 

the Victim Factors. Some question as to Department Factors might be 

suggested. Again, the "can't rate" score suggests that the profile is a 

valid description. The officer in Example II was cleared by his review 

board, by a grand jury, and was found not negligent by a jury in a civil 

action. 

3. EXAHPLE III. An off-duty police officer, after working 
all day on a home project, drank several beers and drove to a re
creation area to meet his wife and children. Upon learning that 
his son was to play in a baseball game in an hour, the off-duty 
officer decided to return home. Having returned to his vehicle, 
the off-duty officer found his exit blocked by a car stopped im
mediately behind him. Three teen-aged boys were whistling and 
carrying on in the car. The off-duty officer, in civilian working 
clothes, walked to the driver's window of the blocking vehicle and 
asked the young driver to clear the roadway. The driver didn't 
reapond but one of the other boys cursed and made derrogatory 
remarks. The off-duty officer returned to his vehicle, removed 
his service revolver from a briefcase and returned to the car of 
young men with the gun held at port. As he approached the car, he 
tripped, the gun discharged and the driver was killed. 

Figure 5 presents the DFES profile sheet for this incident. 

Figure 4, Deadly Force BvaluiI!lolI Scnle-l!xIlIOplc II (rom,) 
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NAME OF OFFICER BEING EVALUATED D.F 
----~~------------------------------

EVALUATED BY ___________ T!...!::B:...-______ .-..:DATE 3/15/84 

15 

10 

Cant 

HIGH 

PROBA
BILITY 

LOW 

Rate Officer Oepartm. Community Circum- Victim 
Factors Factors & stances Factors 

I~e; gh-
borhood 

Figure S, Oeudly f1pr~e Ilvnit •• Unn Scnle-Ilxnmplo III 
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All of the items on the Deadly Force Evaluation Scale 
(DFES) are derived from factors thought to be associated 
with increased probability that deadly force will be used 
in a confrontation between a police officer and a suspected 
or pursued felon. 

Figure 2 presents a summary profile to be used in 
charting the scores on the DFES. 

The DFES profile for Example III clearly indicates 
that the officer was the most significant factor instigating 
the deadly force incident. The officer was indicted and 
eventually convicted of second-degree murder, and sen
tenced to seven years. 

RESEARCH REQUIRED 

The Deadly Force Evaluation Scale is a very prelimi
nary effort to objectivize and quantify situational antece
dents which are believed to be related to incidents where 
police officers or enforcement agents use deadly force. 
In order to standardize such a scale, a number of research 
and evaluation procedures would be necessary, including: 

1. Inter-judge reliability study of the scales. 
2. Q-sort of items by those experienced in theoretical 

and practical aspects of deadly force. 
3. Item analysis of each scale. 
4. Internal consistency studies against a wide range 

of deadly force criteria incidents. 
5. A factor analysis in order to determine the degree 

that specific factors account for variance. 
6. Replication studies. 
Should standardization be accomplished and a reliable 

and valid instrument produced, such a scale might prove 
useful clinically to determine objectively the likeliest 
antecedents of deadly force incidents. Such a scale might 
prove useful in identifying areas of selection, training or 
administration necessary to ensure that the deadly force 
option occurs only in the most appropriate circumstances. 
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POST CRITICAL INCIDENT COUNSELING: 
An Example of Emotional First-Aid in a Police Officer's Crisis 

W. Rodfley Fowler, Ed.D. 

What is it, specifically, that police officers do? What 
tasks must they perform that cause such an intense inti
macy in the interpersonal relationships between the police 
and the citizenry? How do they become involved in crit
ical incidents that foment crisis states requiring emotional 
first-aid from peers and/or counseling with those who 
work in police psychological services? 

Menninger (1965) pointed out that police officers are 
expected to suppress the aggression, destructiveness, 
cruelty, and ruthlessness we all share, while demonstrat
ing intelligence, understanding, kindness patience and 
self control. He observed, ..... society demands of the 
policeman the talents of a superman to carry out his 
responsibilities adequately." 

A point of fact offered by Menninger (1966) is that 
the role of the law enforcement officer in many ways is 
among the most difficult in our society. 

Most citizens see police in public daily, yet, few have 
any but nebulous notions of just what tasks they are 
charged with carrying out. 

Baehr, Furcorn and Froemel (/968) analyzed the com
plex demands of the law enforcement officer's job and 
attitudes and reported their findings as a list of essential 
behavioral requirements. On the basis of extensive field 
observation, they concluded that a policeman must: 

I. endure long periods of monotony in routine patrol 
yet react quickly (almost instantaneously) and effectively 
to problem situations observed on the street or to orders 
issued by the radio dispatcher (in much the same way 
that a combat pilot must react to interception or a target 
opportunity). 

2. gain knowledge of his patrol area, not only of its 
physical characteristics but also of its normal routine of 
events and the usual behavior patterns of its residents. 

3. exhibit initiative, problem-solving capacity, effec
tivejudgment, and imagination in coping with the numer
ous complex situations he is called upon to face, e.g., a 
family disturbance, a potential suicide, a robbery in prog
ress, an accident, or a disaster. Police officers themselves 
clearly recognize this requirement and refer to it as "show
ing street sense." 
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4. make prompt and effective decisions, sometimes in 
life and death situations, and be able to size up a situation 
quickly and take appropriate action. 

5. demonstrate mature judgment, as in deciding 
whether an arrest is warranted by the circuinstances or 
a warning is sufficient, or in facing a situation where the 
use of force may be needed. 

6. demonstrate critical awareness in discerning signs 
of out- of-the-ordinary conditions or circumstances which 
indicate trouble or a crime in progress. 

7. exhibit a number of complex psychomotor skills, 
such as driving a vehicle in normal and emergency situ
ations, firing a weapon accurately under extremely varied 
conditions, maintaining agility, endurance, and strength, 
and showing facility in self-defense and apprehension, 
as in taking a person into custody with a minimum of 
force. 

8. adequately perform the communications and record
keeping functions of the job, including oral reports, pre
paration of formal case reports, and completion of 
departmental and court forms. 

9. have the facility to act effectively in extremely diver
gent interpersonal situations. A police officer constantly 
confronts persons who are acting in violation of the law, 
ranging from curfew violations to felons. He is constantly 
confronted by people who are in trouble or who are 
victims of crimes. Besides his dealings with criminals, 
he has contact with paracriminals, informers, and people 
on the border of criminal behavior. (He must also be 
alley-wise.) At the same time, he must relate to people 
on his beat, businessmen, residents, school officials, vis
itors, etc. His interpersonal relations must range up and 
down a continuum defined by friendliness and persuasion 
on one end and by firmness and force at the other. 

10. endure verbal and physical abuse from citizens 
and offenders (as when placing a person under arrest or 
facing day- in and day-out race prejudice) while using 
only necessary force in the performance of his function. 

11. exhibit ~, professional, self-assured presence and 
a self-confident manner in his conduct when dealing with 
offenders, the public, and the court. 



12. be capable of restoring equilibrium to social 
groups, e.g., restoring order in a family fight, in a disag
reement between neighbors, or in a clash between rival 
youth groups. 

13. be skillful in questioning suspected offenders, vic
tims, and witnesses of crimes. 

14. take charge in situations, e.g., a crime or an acci
dent scene, yet not unduly alienate participants or bystan
ders. 

[5. be flexible enough to work under loose supervision 
in most of his day-to-day patrol activities (either alone 
or as part of a two-man team) and also under the direct 
supervision of superiors in situations where large numbers 
of officers are required. 

16. tolerate stress in a multitude of forms, such as 
meeting the violent behavior of a mob, arousing people 
in a burning building, coping with the pressures of a 
high-speed chase or a weapon being fired at him, or 
dealing with a woman bearing a child. 

[7. exhibit personal courage in the face of dangerous 
situations which may result in serious injury or death. 

18. maintain objectivity while dealing with a host of 
"special interest" groups, ranging from relatives of offen
ders to members of the press. 

19. maintain a balanced perspective in the face of 
constant exposure to the worst side of human nature. 

20. exhibit a high level of personal integrity and ethical 
conduct, e.g., refrain from accepting bribes or "favors," 
provide impartial law enforcement, etc. 

These police performance tasks are basic to the job of 
law enforcement whether the bailiwick is a slep.py 
southern village, high tech urban area, or blighted ghetto 
byways. 

It has been estimated that the peacekeeping and service 
responsibilities of the police officer occupy from 80 to 
90 percent of his total duty time (Levy, 1967; Cruse and 
Rubin, 1973). 

Reiser (1973) ranked law enforcement officers as super 
specialists at people helping when he wrote, "The profes
sional police officer is actually a combination of 
specialists rolled into one. He functions in part as a 
psychologist, lawyer, mediator, teacher, criminologist, 
and public relations expert." 

With this consistent and intense involvement in the 
intricacies and intimacies of the people they serve it is 
only natural that there will be occasions when stressful 
life experiences interact with acquired vulnerabilities and 
overload the police officer's ability to adapt. A crisis 
state can result from a critical incident as describcd in 
the following pages. 
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Critical Incident = Crisis 

[This section of the paper has been adapted from an 
article by the author that will appear in the Fall, 1984 
issue of Emotional First-Aid: Journal of Crisis interl'en
tion.] 

He sat, slowly rocki,lg, on a bridge parapet, bare feet 
and legs dangling above the depths of the rushing water 
of the Susquehana River. Perspiration poured into tears 
coursing down through matted chest hair to lubricate 
hands he was wringing in hopelessness and helplessness. 

Slight sounds from an open air rock concert nearby 
seemed to waft over the water and weave around the 
bridge, nUdging memories of a lost love that he desper
ately did not want to deal with, but could not keep from 
his mind. She was all he could focus on. He hated himself 
for not hating her. He was struggling on a continuum of 
agitated ambivalence, wanting both to live, and to die. 
He was building his energy to push off the parapet and 
end his pain. He knew that she would be sorry then, and 
that somehow, magically, they would be reunited. 

The SWAT officer approached slowly, on foot. He 
had divested himself of authority symbols - the hat, the 
unifOlm shirt with a badge, and the gun belt. He was 
trailed at a sate distance by armed officers who would 
protect him if the potential suicide victim decided to 
displace his anger on his helper. He consciously psyched 
down" trying to ignore the adrenalin roaring through his 
body, wanting to give a calm stimulus to get a calm 
response. He had been here before; he was experienced 
at, and trained for, crisis intervention. 

In the hour, that followed, the officer made no technical 
errors. He listened, understood, and empathized. He as
sessed the "jumper" correctly as having high lethality. 
He made no attempts toward a physical intervention, as 
the distance between them was too great-a mistake in 
that direction would have pushed the pained young man 
from his precipitous perch. 

The jumper began reciting the 23rd Psalm, and the 
officer edged closer. The jumper stood, turned his back 
to the water, looked directly into the eyes of his helper 
and said, "Goodbye." 

As the jumper pushed backward, the officer dove to
ward him, their hands brushing with the delicacy of a 
buttertly's kiss. The officer remained belly-bent across 
the bridge rail watching the jumper splash far below, 
observed the rescue boat personnel throw the ring buoy 
to the surfaced jumper, gasped as he saw him throw it 
back, purposefully blow the air from his lungf., and sub
merge. 



As the first squad car rolled up to the officer amid the 
screams and shouts of the bystanders to this trauma, he 
turned and pounded karate-calloused fists into the car 
door, externalizing the frustration and anger welled up 
inside him. He felt an arm drape across this shoulders 
and another move supportively about his waist. He 
tensed, then relaxed into the comforting and competent 
hands of his peers. He knew that even under the most 
ideal circumstances all suicides could not be prevented, 
but that knowledge did not ease his pain. The dead man's 
psychological skeleton had already entered his emotional 
closet, and he knew it would take some effort to exorcise 
him. 

The Intervention 

SW AT officer Jon Nye slumped against the squad car 
muttering profane inanities. He did not hear his team 
partners tell him that intelligence information gathered 
on the jumper indicated he had left a psychiatric hospital 
against medical advice, was high on drugs, and had at
tempted suicide three times previously. Nye was 
exhausted, guilty, and angry - he was "listened out," 
and in that moment needed someone to hear what he had 
to say. 

Sgt. Bob Hull, a SWAT team hostage negotiator and 
peer counselor, flashed hand signals to the team leader 
indicating that he wanted to get Nye into his car and 
leave the scene. Responding to an affirmative nod, he 
approached Jon and stuck a lit cigarette between his Jips. 
Nye stopped muttering and focused on Hull with a querul
ous stare. Bob opened the driver's door and nudged Jon 
behind the wheel. 

"Roll down to Adam Sector, Jon, take Riverside Drive, 
I'll handle the radio." 

Nye automatically activated the emergency lights and 
crept the car away from the turmoil on the center of the 
bridge; as soon as they were clear, he gunned the inter
ceptor engine and swept down onto Riverside Drive, 
heading toward the city. He was displacing some of what 
he was feeling to the car. When the engine whined at 
redlinc. Bob spoke. 

"Slow down partner, before someone gives us a speed
ing ticket." 

Jon snorted at the attempted irony, but backed off the 
accelerator to a routine cruising speed. 

"Damn it, Bob! If I had just gone for him a second 
sooner!" 

"Right Jon-and if you had wings, you could have 
flown down and caught him." 

"Cripes sake Hull-you're not a very nice guy!" 
"Well Jon, as Doc is so fond of telling us, the nice 

guy is not necessarily the therapeutic guy! But I'll make 
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a deal with you-if you'll calm down, I'll be nice." 
"Yeah, yeah, O.K. I shouda had him though, I just 

waited too long to try a physical intervention. You felt 
the same way when that jumper got away from you on 
the Water Street bridge last April." 

"I remember Jon, and I'm glad you thought about that 
incident. I wouldn't talk to anybody about how I felt 
about that for six months, and the 'suffering in silence 
b.s.' cost me a lot. So if I tell you I know how you feel 
now, you'll understand I'm not just using a technique I 
picked up in crisis training, won't you?" 

"They both really wanted to die Bob; we 'both did all 
we could, short of working a miracle. I guess I'm just 
not ever going to get used to people dying, even if they 
say they want to." 

"Adam 5," the radio interrupted. 
"Riverside and Main," Bob responded with their loca

tion. 
"Adam 5, return to station for debriefing." 
"Clear," to the dispatcher, and to Jon, "Let's get some 

coffee to take with us while we're talking this out." 

The Analysis 

This pastiche depicts only one of numerous crisis situ
ations in the day-to-day life of police personnel. Suicide, 
more than an act of self-destmction, is an attempt to 
resolve a crisis. When the attempt is fatally successful, 
the intervener frequently enters a crisis state. Despite 
training and experience, for most peace officers it never 
becomes routine to watch while a person chooses death 
over life. 

This vignette is a composite of numerous suicide situ
ations handled by police officers trained in crisis interven
tion by this writer. Over the years the interventions have 
been successful in approximately 95 percent of the cases. 
Following successful resolution, the officers involved are 
elated and celebrate the renewal of life. In those few 
instances when the attempter was successful, the officers 
shared guilt, sadness and anger, and became their own 
harshest critics. Debriefing and critique sessions gave 
birth to new resolve to be more effective, and shed light 
on specific techniques learned by trial-and-error, since 
they simply do not exist in the professional literature 
except in generalities. 

Sgt. Hull's intervention in Officer Nye's crisis is best 
analyzed by applying the intervention formula presented 
by Greenstone ancl Leviton (1982). 

IMMEDIACY: In approaching a crisis, the 
immediacy of the intervention is vital. The intervener 
must act now! (Greenstone & Levitohn, 1982) 

Sgt. Hull arrived on the scene a few minutes before 
the victim jumped. From experience, he felt mature 



empathy for Officer Nye. He knew that unless he did 
not immediately remove Nye from the scene that he would 
be beleaguered by myriad media representatives, fellow 
officers, family and friends of the victim, and witnesses 
to the event, all of whom might manifest different percep
tions that would range from praise to condemnation. 
Since Nye was temporarily in a disorganized state and 
emotionally vulnerable, the actions of well-meaning but 
misguided bystanders could serve to cause him additional 
anxiety and further disorganization. 

CONTROL: Because the victim of a crisis is often 
not in control of his life at that moment, the intervener 
must assume control of tile total situation (Greenstone 
& Leviton, 1982). 

When Sgt. Hun approashed Officer Nye and forced 
the cigarette into his mouth, he distracted him from his 
confused ruminations over his role in the suicide. He 
physically moved his colleague into the familiar and 
routine procedure of operating the patrol car in order to 
quickly restore some normalcy to his life. He directed 
him to drive to familiar "turf," knowing that what is 
familiar feels safe and comfortable. By giving him verbal 
ddirections and offering to "handle the radio," Hull both 
provided a structure and verbalized his offer of help. He 
was lending his strength for his friend to lean on for just 
a few minutes until he could reorganize and regain his 
own. While the intervener was temporarily taking con
trol, he was at the same time providing an opportunity 
for the sufferer to share in the control until he could 
restore his homeostasis. 

ASSESSMENT: An on-the-spot evaluation must be 
done. It must be quick-accurate, and must cover as 
many areas as possible to give total assessment of the 
individual (Greens/one & Levitoll, 1982). 

Experienced interveners like Sgt. Hull understand that 
assessment is ongoing. The ease of this assessment was 
facilitated by the fact that he and Officer Hull shared 
commonalities of experience as SWAT team members, 
and trained peer counselors. He was aware that Jon 
normally functions from an internal locus of control-more 
simply stated, he takes responsibility for his thinking, 
feeling, and behavior. 

At an appropriate moment, Bob applied a behavioral 
interference technique described by Redl and Wineman 
(1952) as "Tension Decontamination Through the Use 
of Humor." Ironic humor is frequently the choice of 
individuals who work in high-stress, people-helping pro
fessions. That, followed by the use of Grossman's hyper
bolic techniquc (Brammer and Shostrom, 1968), quickly 
penetrated the "noise and music" of Jon's game of "What 
if ... '?" This allowed Nye to ventilate, by way of dis
placement, some of the anger bounding around inside, 
that he feels toward himself alld the victim. The inter-
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vener fends it off and uses it to make a quick behavioral 
contract with the sufferer to further reduce his tension 
"-if you'll calm down, I'll be nice." 

This also serves as a demonstration of the directness 
required in an effective intervention. While there are 
times when it is appropriate for the intervener to be warm, 
accepting and non-directive, when time is of the essence 
in resolving a crisis, the aim is to be brief and to-the-point 
of reducing tension. 

DISPOSITION 

Crisis Intervention actively tries to help the victim to 

mobilize his own resources as well as those of family 
and friends. (Greells/olle (llld Levi/on, 1982). 

A therapeutic alliance is created when the sufferer is 
guided by the intervener to the accurate awareness that 
the intervener understands what he is feeling and is con
fident that he can, and will, work through the situation. 
The matter is treated as temporary, and hope is held out 
that it will be resolved in the near future. The "debriefing 
session" will involve other members of the SWAT team 
who have been trained in Crisis Intervention and as peer 
counselors, and who will be supportive and understanding 
of their comrade. 

Referral and follow-up, the two final steps in the 
Greenstone and Leviton intervention scheme, will not be 
required in this case. This is a special circumstance 
though, and the reader is cautioned that those two proce
dures are vital in most interventions, as in any therapeutic 
offering. 
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~OST-TRAUMA~IC STRESS RESPONSES TO VICTIMS OF VIOLENT CRIME: 
INFORMATION FOR LAW ENFORCEMEN! OFFICIALS 

Calvin J. Frederick, Ph.D. 

In recent years much emphasis has been placed upon 
the legal and mental health treatment rights of criminal 
offenders (McGarry, 1973,' Stone, 1975,' Tach, 1977 and 
Brooks, 1978). Equal emphasis has not been given to 
the victim of violent crime, either legally or in a mental 
health treatment sense. It has been recognized that such 
stressful situations as hostage-taking, prisoner of war 
camps, and natural and man-made disasters can bring 
about deleterious emotional and mental health effects. 
Except for rape, victims of violent crime have generally 
received less attention. This has been due only in part 
to the inefficient structure inherent in the criminal justicel 
legal process. With the introduction of the diagnostic 
entity of Post- Traumactic Stress Disorder (PTSD) in the 
Diagnostic and Statistical Manual of the American 
Psychiatric Association, Third Edition, 1980, more rec
ognition is likely to be given to victims of violent personal 
acts. These of course include the traditional acts of violent 
crime such as forcible rape, robbery and aggravated 
assault. In particular, authorities have not been sensitive 
to physical battering and special forms of sexual abuse 
such as child molestation. 

It will be helpful to remember a working definition of 
the psychosocial consequences of violence adopted by 
the World Health Organization at a conference sponsored 
to address this issue, in the Hague in 1983: "Violence is 
the interhuman infliction of significant and avoidable 
pain and suffering". At the author's suggestion, the mem
bers of that conference also recognized the recommenda
tion that Post-Traumatic Stress Disorder be utilized as a 
diagnosis for applicable cases for victims of violent acts. 
It should be noted that by definition, stressors which 
produce PTSD are generally outside of the range of 
common experiences like simple bereavement, chronic 
illness, marital conflict, or business losses. The incidents 
which give rise to the diagnosis of a stress disorder can 
be experienced individually, as in the case of battering, 
or may be experienced in groups as was the case when 
the Hanafi Muslims took over the B'nai B'rith Buildmg 
in Washington, D.C. and held H number of persons cap
tive in that building. The frequency with which persOnS 
experience Post-Traumatic Stress Disorder will vary with 
the stressor and with the vulnerability of the individual. 
Associated physical injury may be present but it is not 
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necessary for a diagnosis of Post-Traumatic Stress Disor
der. Man-made or human induced stressors ordinarily 
produce more severe disorders which require more inten
sive treatment than those which are deemed acts of nature. 
This is not invariably the case, however. An intensifica
tion of the problem manifests itself in a negative manner 
when the impact is sudden due to the fact that the ego 
does not have time to prepare for such an assault on the 
psyche. This has been shown by Tichener and Kapp, 
1976; Lifton and Olsen, 1976,' Lindemann, 1944 and 
Horowitz, 1982. 

INCIDENCE OF PTSD AND OTHER 
PSYCHIATRIC DISTURBANCES 

Violent crime evokes a variety of symptoms and 
behavioral responses characteristic of psychological dis
turbances. Both similarities and differences occur with 
regard to the violent crimes involved. In the author's 
view the victim of any violent crime should receive 
psychological intervention as quickly as possible. While 
every victim of violent crime does not develop major 
psychological or emotional disturbances following from 
the event, it is virtually impossible for any normal healthy 
human being to be the victim of a serious crime and not 
find some palliative intervention useful in restoring 
psychological equilibrium. The fact is that many distur
bances can lie fallow following a traumatic event for 
weeks, months and years before their effects become 
manifest. In order to avoid more serious long-term distur
bances, it is of value to provide the psychological assis
tance noted. If, indeed, the victim has not been seriously 
affected then that, in and of itself, is important to know. 
However, a psychological checkup should be a routine 
procedure following an act of victimization. When distur
bances are present they may impair mental and emotional 
functioning for appreciable periods of time by making 
deleterious inroads into the psychological and behavioral 
patterns of the victim. Since Post-Traumatic Stress Dis
order is one of the most common of these disturbances 
it will be of value for law enforcement officers to become 
awarc of' this disturbance. By having some knowledge 
of its symptoms the long-term deleterious effects may be 



averted through astute and sensitive management by such 
personnel who frequently encounter the victims soon after 
the violent act. Table 1 illustrates the relative frequencies 
of psychiatric disturbances found among victims of vio
lent crime. As the reader may note Post-Traumatic Stress 
Disorder is the most prominent disturbance found among 
all the criminal acts listed. It is found among law enforce
ment personnel witnessing homicide and other traumatic 
events as well. For that reason this article will focus upon 

its symptoms and treatment. It is the single most charac
teristic psychiatric disorder found in each of the 
psychiatric disturbances noted, including sexual assaults 
upon children. The impact and presence of PTSD from 
child molestation is not widely known. The reason for 
this is that children tend to avoid talking about the distur
bance, even to tht' parents and the parents prefer to deny 
the existance or negative impact of such a taboo phenome
non. 

Table I. COMMON PSYCHIATRIC DISTURBANCES FOUND IN ADULT VICTIMS OF VIOLENT CRIME 

Ral/k 

I 308.30 
2 308.81 
3 309.24 
4 300.29 
5 298.30 
6 309.00 
7 300.81 
8 300.22 
9 300.21 

10 296.20 

Ral/k 

308.30 
2 308.81 
3 300.02 
4 300.29 
5 309.00 
6 309.24 
7 300.21 
8 300.22 
9 300.81 

10 29S.30 

Aggravated Assaults 

DSM III Disorder 

Post traumatic stress disorder, acute 
Post traumatic stress disorder. chronic 
Adjustment disorder with anxious mood 
Simple phobia 
Acute paranoid disorder 
Adjustmentdisorderwith depressed mood 
Sematization disorder 
Agoraphobia without panic 
Agoruphobia with panic attacks 
Major depression single episode 

Rape 

DSM III Disorder 

Post traumutic stress disorder, acute 
Post traumatic stress chronic 
Generali7..cd anxiety disorder 
Simple phobia 
Adjustment disorder with depressed mood 
Adjustment disorder with anxious mood 
Agoraphobia with panic attacks 
Agorllphobiu withoutpanie 
Somatization disorder 
Acute paranoid disorder 

SIGNS AND SYMPTOMS OF POST·TRAUMATIC 
STRESS DISORDER 

The second wound or adding insult to injury so to 
speak, or intlicting u "second wound!! us Martin Symonds 
culls it, is also particulurly importnnt in cases of PTSD. 
In the author's experience this happens ulmos! invariably 
in one way or another with victims of crime. It is an 
unnecessary added injury which cnn calise even more 
eXlensive damage and worsen the problem. 

The basic information used as criteria for the establish
ment of the diagnosis or PTSD are us follows: 
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Rallk 

300.29 
2 308.30 
3 308.81 
4 309.24 
5 309.00 
6 300.21 
7 300.22 
8 298.30 
9 300.81 

10 296.20 

R(/Ilk 

308.30 
2 308,SI 
3 300,29 
4 313.82 
5 313,81 
6 300.02 
7 309.24 
8 300.81 
9 300.22 

10 309.00 

Robbery 

DSM l/I Disorder 

Simple phobia 
Post traumatic stress disorder. acute 
Post traumatic stress, chronic 
Adjustment disorder with anxious mood 
Adjustment disorder with depressed mood 
Agoraphobia with panic attacks 
Agoraphobia without panic 
Acute paranoid disorder 
Somatization disorder 
Major depression single episode 

Child Molestation 

DSM III Disorder 

Post traumlltic stress disorder, acute 
Post traumatic stress, chronic 
Simple phobia 
Idr.n:ity disorder 
upposhJonal disorder 
Generalized anxiety disorder 
Adjustment disorder with anxious mood 
Somatization disorder 
Agoraphobia without panic 
Adjustmcntdisorder with depressed mood 

I. The presence of a stressor which is easily recog
nized and cupable of evoking distressful symptoms in 
virtually anybody. 

2. Are-experiencing of the psychically injurious event 
as shown by one or more of these criteria: 

a, uncomfortable and disquieting thoughts about 
experiences of the event which seem to invade one's 
mind despite efforts to keep them out 

b. disturbed sleep with dreams about the event that 
continue to recllr and 

c. some vislial experience or sight which causes the 
victim to feel liS if the disturbing event might happen 
agnin. 



3. A psychic numbing of "emotional anesthesia" or a 
reduction in being involved outside oneselfwhich appears 
sometime after the disturbing event. This is manifested 
by one or more of these behaviors: 

a. the reduction of interest in activities that were 
previously important, such as bowling, golf, going to 
the movies or playing cards 

b. feeling estranged from other persons in contrast 
to previous behavior before the traumatic event 

c. an inability to express emotions and feelings as 
the victim did before. 

4. The appearance of specific symptoms which were 
not present prior to the disturbing event, examples would 
be two or more of the following: 

a. feeling jumpy, edgy and easily startled or 
hyperalert 

b. fitful sleeping 
c. feeling badly or gUilty about some aspect of 

behavior during or after the event with regard to self or 
others e.g. doing little to prevent it or failing to help 
another victim 

d. difficulty with concentration or memory 
e. eschewing an activity which might cause the 

victim to remember the event 
f. showing a distressful symptom or expressing an 

ill feeling when something occurs which reminds the 
victim of the traumatic event or symbolizes it. 

This disorder may manifest itself in acute form by 
displaying symptoms within six months after the 
traumatic event or by disappearing within six months of 
its occurrence. A chronic or delayed form manifests itself 
by a maintenance of symptoms for more than six months 
following the event or by a surfacing of symptoms later 
than six months after its onset. 

A reaction index scale which measures Post-Traumatic 
Stress Disorder symptoms, developed by the author 
(1985), reflects both the presence and severity of this 
disturbance. It is important to note that the disorder man
ifests itself in children as well as among adults. The 
symptoms and behavioral responses are essentially the 
same except for the appearance of conduct disturbances 
and risk taking behavior in children exemplifying unre
solved tension and anxiety. The so-called psychic 
numbing response is also more likely to manifest itself 
differently in children by withdrawal and less overt, 
verbal behavior than that shown by adults. While these 
symptoms may not appear immediately rollowing the 
disturbance and therefore cannot be observable to a law 
enforcement officer they will appear later und C(lO be 
observed when conine! is made with fumity members 
after a traumatic disturbance, e.g. child molestntion (Fre
derick, 1984). It is not the intcnlion of the author to 
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attempt to mold law enforcement officials into skilled 
psychodiagnosticians but it is important for persons who 
appear as gatekeepers during first stage contact or inter
veners to be sensitive to and aware of the extent and 
nature of this disorder so as to minimize negative 
sequelae. It is far more wide spread than has previously 
been believed. 

INITIAL INTERVENTION RESPONSES OF USE 
TO LAW ENFORCEMENT PERSONNEL 

It is of vital importance to provide the victim with a 
feeling of support and a lessening of any external threat 
following the trauma of a violent crime. 

Display Composure 

The personal and behavioral demeanor of an official 
or authority figure can mean a great deal in a time of 
crisis. The victim frequently takes his or her cues from 
the behavior or an authority figure. Disclosing negative 
and upsetting information to the victim can cause undue 
anxiety or even panic. 

Try To Put The Victim At Ease By Making Overt 
Comments Without Being Falsely Reassuring 

Comments such as "I'm here with you and I want to 
help you" are useful remarks. This can be reassuring 
without giving false promises. Support is extremely 
important at that time for the victim. 

Give Honest And Accurate Information 

Being truthful without being brutally frank can be of 
immense value. If the victim seems to be physically 
injured and the victim asks about his or her condition a 
helpful response might be "we're going to get you 
checked out" or "have a checkup and then we'll arrange 
to do whatever is needed for you." Thus, the intervener 
is not being false but is helping to build trust and hope 
in the victim. Additional anxiety can worsen many con
ditions. 

Remove The Victim Temporarily From A Stressful 
Situation 

[n some instances people and irritating comments can 
add needlessly to an already difficult situQtion and com
pound the problem. As soon as possible under skilled 
professional guidance the victim mllst address the distres
sing stimuli in a planned and progruml1lcd fashion but 



this task should not be undertaken on- site, in-vivo by a 
law enforcement official. 

Begin Questioning Only After Establishing Psycholog
ical and Physical Equilibrium 

Questioning which seems to lack sensitivity and sup
port can compound the trauma and add insult to an already 
difficult situation. This lack of sensitivity, support and 
understanding by an official has been reported by some 
victims to be worse than the initial trauma itself. 

Proceed With A Clear And Unambiguous Plan 

In the first moments it might be necessary to make a 
comment like, "we're going to arrange for you to see a 
doctor" or "go to a clinic or a hospital." Any comment 
of that kind which is appropriate is helpful and anxiety 
reducing. ft is anxiety provoking for the victim in distress 
to feel that very little is being done to help. As a part of 
the plan of action at a point where the victim can respond 
cooperatively the interviewer should explain the purpose 
of the questioning with the remark that every attempt 
will be made to make it as inoffensive as possible. 

Contact and Meet With Available Relatives and 
Friends 

The infom1ation provided by significant other persons 
in the life of the individual can be of tremendous impor
tance. Information from such sources is valuable not only 
from the point of view of supplying the information from 
a legal point of view but it can be helpful in understanding 
what may be operating psychologically in the victim. For 
instance, if remarks are made about the fact that the 
individual may have been under stress or experienced 
other traumatic incidents this would be likely to make 
the victim more vulnerable to the current stressful situa
tion. 

Make Use of The Victims Personal Resources 

It is helpful to emphasize the strengths which the victim 
has early in during the contact. To do so one must select 
what is approprillte in a given situation, offering com
ments like "this must be very difficult for you but in 
spite of it you seem to be making out pretty well." The 
victim needs to build upon his or her own resources and 
realize and be reminded of the fact that they are a person 
of value and selfworth. 
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Encourage Physical Activity If Appropriate 

Engaging in simple motor tasks or motor behavior is 
of value in reducing anxiety, panic and motivating per
sons to move away from feelings of helplessness. Of 
course, this assumes that there has been no physical injury 
which would make bodily movement dangerous. Simply 
suggesting that the individual get up and get a drink of 
water or accomplish some other useful act can be invalu
able. The victim should be encouraged to take appropriate 
action with regard to the incident, such as contacting a 
particular agency or office with respect to the injury and 
following through with it Self-confidence can be restored 
in this way. If further contact is made and a particular 
avenue appears to be blocked and unrewarding then 
another alternate activity should be suggested. 

Supply Suitable Advice and Direction. 

Individuals .in crisis require definitive guidance. Every 
victim should be encouraged to seek psychological assist
ance from a skilled professional. This should be done in 
such a manner that the person is reassured that it is normal 
and appropriate to have a psychological checkup and 
pursue that avenue. It should be cast in a positive light 
with remarks made to the effect that "it would be helpful 
to make sure that you're alright emotionally" and thl.tt 
"these things always take their toll on anyone" and "its 
best to get it taken care of as soon as possible to avoid 
more serious problems later on." It is usually helpful to 
also indicate that delay in following through and consult
ing someone can worsen the problem and the individual 
owes it to himself or herself and their family to pursue 
immediate counseling. 

Adapt To The Needs Of The Victim 

Verbal facility, social background, age, sex and the 
like. A young child, for example, may lack verbal skills 
and will be particularly fearful around strangers. In such 
a case, the interviewer should determine whether or not 
the youngster is more or less comfortable with parent or 
other family member present. It may be necessary to 
employ the use of drawings or a game in order to elicit 
the cooperation of the youngster and provide an atmos
phere of comfort. The youngster would be permitted to 
draw whatever he or she wishes with a plain sheet of 
paper, crayons and pencil and engage in some play 
activity such as checkers Of doll play. Without such pre
cautions, not only will the youngster tend to cover up 



and to seal over needed information but will be more 
likely to avoid subsequent treatment from a skilled pro
fessional. 

INTERVENER/INTERVIEWER BURNOUT 

Post-Traumatic Stress Disorder is an extremely demo
cratic phenomenon in that it spreads itself without selec
tion among professionals and nonprofessionals, females 
and males and persons of all races and socioeconomic 
classes. It must be remembered that premorbid 
psychopathology is not a prerequisite for the development 
of Post-Traumatic Stress Disorder. Police, who worked 
long hours removing dead bodies from the charred wrec
kage of a Pacific Southwest Airlines crash a few years 
ago in the area of San Diego California developed marked 
symptoms of "burnout" or Post-Traumatic Stress Disor
der. Similarly, the author has observed that crisis workers 
in a variety of catastrophic events both of a natural and 
human-induced type experienced problems of the same 
type. 

Many symptoms appear along with those already 
delineated earlier in this treatise including those which 
are psychophysiological nature. These often appear first 
in the form of denial and anger. They may be expressed 
both verbally and physiologically. The individual may 
protest that he or she is alright or that the problem is 
solved and there is not need to talk about it. This is 
shown in both bodily demeanor and by verbal expression. 
The rawneSs and inflammation of the psychic wound, 
therefore, manifests itself quite clearly. Appropriate 
psychological bal.m and salve should be administered 
temporarily in order to help a person to become adapted 
to the trauma and provide useful information later. "Con
version" like symptoms such as absence of feeling tone 
in the extremities or particular parts of the body may 
manifest themselves. This is especially likely to appear 
when rape, child molestation or physical battering occurs. 
Distortions of body image may be verbalized or expressed 
in gestures or drawings. Comments may be made that 
the victim feels strange or that their bodies do not feel 
normal. Unexplained tingling sensations can appear. The 
victim may report that they feel excess water in certain 
parts of their bodies even when no edematous characteris
tics are apparent. Diminution of feeling or depressive-like 
symptoms are very frequent and a misdiagnosis of depre
ssion or a borderline psychosis is often made. MisfUken 
diagnoses occur in both adults and children. 

Anger is almost always a part of PTSD but it may be 
held in abeyance and not overtly expressed for tin apprec
iable period of time. Fear and anxiety may mask the 
expression of anger. Fear of retribution or reurrousal of 
panic like experiences. Lethargy, loss of energy I com
plaints thal the victim Illay report that they feel as though 
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they need medication 01' vitamins. This is not surprising 
since experiencing such phenomena are extremely 
draining quite apart from any loss of sleep which occurs 
periodically. It is absolutely necessary for any victim 
who experiences Post-Traumatic Stress Disorder to 
receive skilled treatment for the problem. It must be well 
timed and skillfully administered. It should occur as soon 
as possible after the trauma in keeping with the victim's 
capacity to tolerate it. Support and encouragement to 
seek treatment are imperative and can assist the victim 
in obtaining it as ~'\)on as its feasible. A caveat is clearly 
in order at this point. No person who is unskilled or 
untrained in this sphere should undertake treatment or 
amelioration symptoms. Skill support and appropriate 
timing are necessary so as to avoid further complications 
and disturbances. 

[n skilled hands, at a suitable time, it is absolutely 
necessary to institute incident specific treatment. This 
means a detailed segment by segment or picture by picture 
reworking of the traumatic event. Moreover, subtrauma 
or corollary incidences frequently are unique to a given 
victim and take on as much importance if not more than 
the apparent primary trauma. These must be skillfully 
ferreted out and reintroduced during a period of relaxa
tion. Treatment may be effected through hypnosis and 
deep relaxation. It may be brought about through slow 
motion procedures while re-enacting mental video tapes 
of the incident. Where possible in vivo re-experiencing 
or re-enactment of the trauma is invaluable when skill
fully handled. By this we mean returning to the actual 
scene of the trauma and being redirected or guided again 
through the distressing scenes. [n vitro experiences are 
also of immeasurable curative value when deftly handled. 
[n this way, the victim returns with the therapist through 
the foreboding channels of acute distress together. At 
some point the victim must be able to re-experience the 
specific incidents which were distressing, no matter how 
small or inconsequencial they may seem to the outside 
observer. Avoidance of the distressing event simply high
tens the fear of the trauma and reinforces the avoidance. 
A variety of avoidance mechanisms are developed and 
called upon to reduce the tension and anxiety associated 
with the traumatic event. This merely worsens the dis
order and prolongs its resolution, often for years. The 
author is aware of hundreds of cases traumatized by a 
variety of stressors who developed Post-Traumatic Stress 
Disorders: which plagued victims for years and caused 
the victims to become ineffectual and lead tornlent laden 
lives, all because appropriate incident specific treatment 
was not provided. The importance of skillful diagnosis 
and treatment cannot be overemphasized. 

Even some professionals reveal naivete about the treat
ment of this newly listed disorder. They may tell victims t 

in effect, to quit complaining and enjoin them to get on 



with their lives, so to speak. They can't without approp
riate help! Skillful incident specijic treatmellt is a sine 
qua lion for effective problem resolution. 

Acquainting law enforcement agents with essential bits 
of information such as that contained in this treatise can 
make the difference between averting a serious 

psychological disorder or experiencing one which may 
be so disabling that it can undermine the individuals 
effectiveness and happiness for years. At worst it can 
lead to overt acts of suicide. Thus, such psychological 
first aid provided by sensitive agents can be truly life 
saving. 

REACTION INDEX 

Please answer each question by placing a check mark under the word which describes your feelings. 
Please be sure to answer all questions. 

I. I believe that my exposure to (event)* was an extreme stressor that could cause 
emotional problems in most people. 

2. Fears of per so nul experiences with (event) continue in my mind. 

3. Ire-experience disturbing scenes about the (event) either physically or 
emotionally. 

4. Uncomfortable thoughts about my experiences in (event) seem to invade 
my mind in spite of efforts to keep them out. 

5. Dreums about my (event) expericnces keep corning back. 

6. I sce orthink ofsomcthing that makes me feel us ifmy (event) experiences arc 
about to happen again. 

7. I keep an irHereSI in activities that were important before (event) experience, 
such as sports (e.g. bowling, golf, going to football games, etc.) 
or pluyingeards with a group, reading, going to the movies. 

8. Fears about the (event) have left me numb or emotionally unfeeling. 

9. I arr. now moredetuched and less involved with other people than I was before 
the (event). 

10. I exprcsscmotions and feelings as freely as I did before the (event). 

NOlle oflhe A Lillie of 
Time Ihe Time 

Sameoflhe Muchaflhe MOsloflhe 
Tillie Time . Time 

>l<Wherever (event) appears the IIppllcllblc trnurnllllc event tcrmls used e.g. "combat", "nood", "bllttering", "Injury", "lIlrUne crash", etc. 

II. I seem jumpy. edgy nncl /llore easily sl!Irth:d than before the (event). 

12. I sleep well. 

(3. I feel bad or guilty that I dido 'I do more to try to prevent whut huppcncd or 
went through less than others. 

14. I rcmcmbcrthings us well us I did beforc it huppcllcd. 

15. Myconccntrntion is as good as H was before. 

(6. I tend to nvoid activities which might make me remember my experiences 
in the (evcnD. 

17. When something resembles (event), orreminds mC (If(cvcnll feelings or 
distress increase. 

IS. lumrcluxcd und without tension when L thillk of the (event). 

19. I tim relaxed und without tension when I think of the (event). 

20. It is ns easy forme to muke decisions a~ it wuss before the (event). 

PLHASH ANSWER YHS OR NO TO THE FOLLOWING: 

21. Symptoms of distress began within 6ll1onlh~ orthe time (wuscxposet! to (event). 

22, (ryes. did the Instofthcsc symptoll1sdisuppcur within 6 months following 
(event) exposure'? 
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Yes No 

Yes No 



23. Were any symptoms of distress present for more than 6 months following 
(event) exposure? Yes No 

2~. Have you noticed any distressing symptoms which we,e delayed and appeared 
at least 6 months after your exposure to (event)? Yes No 

25. Have you talked with a crisis worker or received any 
professional assistance resulting from the (event)? 

26. If yes, cirele the letters noted for all areas which apply: 
a. Medicine 
b. Psychological 
c. Pastoral (Religion) 
d. Social Welfare 
e. Financial (Loans, Housing, Property Loss) 

27. Has a close friend or family member been affected in a 
negative way by yourr.xposure to (event)? 

28. rfyes, circle the letters noted for all areas which apply: 
a. Medicine 
b. Psychological 
c. Pastoral (Religion) 
d. Social Welfare 
e. Financial (Loans, Housing, Property Loss) 

Percelll of Time Daily/Weekly Approximations 

None Zero Zero 

Little Less than 15% Once in 10 to 14 days 

Some 15-30% Once in 5-10 days 

Much 30-40% Once in 2-5 days 

Most More than 50% More than 3 days per week 

SCORING AND INTERPRETATION OF REACTION INDEX 
(PTSD SCALE) 

Scorillg Percellt of Time 

o Noneofthe time Zero 
I Little of the time Less than 15% 
2 Some of the time 15-30% 
3 Much of the time 30-50% 
4 Most of the time Morethan50% 

Daily/Weekly 
Approximlllio/ls 

Zero 
Once in 10-14days 
Once in 5-10 days 
Once in 2~5 days 
More than 3 days per week or 
15 days per month 

Items 7,10,12,14, IS, 19,20 are scored in reverse order, i.e. 4, 3, 
2, I, 0; all others are scored as listed 0, I, 2, 3, 4. 

Degree 0/ Post TrclIImMicSlres.v Disorder (PTSD )from Reactioll Illdex 

UClII'SCClre 

Less than 12 
12-24 
25-39 
40-59 
Morcthun60 

Degree o/Disorder 

Doubtful 
Mild 
Moderate 
Severe 
Very Severe 
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Yes No 

Yes ~ No __ 

REACrION INDEX SCALE DEVELOPED 
BY Dr. Calvin J. Frederick 

Scoring should not be Iistsed 50 that the subject can read the numbers 
nor any terms relating to the Degree of Disorder. This helps to preclude 
any halo effect or implied interpretation by the subject. 

Instructions should include providing the subject with information 
relating to percent of time within the last month, preferably within a 
month after the traumatic event. 

Only items I through 20 are scored and. contribute to the degree of 
stress listed above. Other items are informational and assist in 
determining type disturbance e.g. acute, chronic or delayed. 

Correlation is .95 with established cases of PTSD from a variety of 
stressors. 

REACfrON INDEX SCALE AND SCORING DEVELOPED 
BY Dr, Calvin J. Frederick 



SUICIDE PREVENTION 

Fact(lr 

Agitated Mood 
linle or none-l t03 
agitated alone-5 to 7 
agitation plus depression-8 to 10 

Self-blame 
Hille ornone-l to 2 
suspected but unclear-3 to 4 
clear-4t05 

Personal Resources 
adequacy of available friends, family, employer, clergy

Stable I to 5, unstable 7 to 10 

Rejection by Another Person of Significance 
Ii ttle or none-l to 2 
suspected-3 to 5 
clearly apparant-7 to 10 

Medical Status 
medical health genemlly good-t to 3 
serious medical problem-4 to 5 

Personallntemction 
ability to interact and communicate in the absence of 

clinical depressive symptoms-J to 3 
in the presence of depression-4 to 5 

Circle appropriate numbers 

Total Score (sums of all scores in each column) = 

Probability of suicide; <50 = low to moderatej >50 = modeni!ely high to very high 

Low ModeratelyLow Moderately High 

<40 40-50 50-60 

Low Medium IJigh 

3 5 7 8 10 

2 3 4 5 

3 5 7 8 10 

3 5 7 8 10 

2 3 4 5 

2 3 4 5 

High Very High 

60-70 >70 

This scale has been revised and adapted from a previous pUblication by the author C. J. Fredrick in flealth in Actioll (ed) W. R. Johnson, Holt, 
Rinehart, and Winston, New York, 1977. 

Currently published in Clinical Practice of Psychology. A Guide for Mental Health Professionals. C. Eugene Walker (ed). Pergamon Press, 
New York, 1981. 
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LIST OF SUICIDE CLUES AND BEHAVIOR RATING SCALE 

Contributory Level 
Factor Low Medium High 

Sexual orientation 
female hetrosexuals-generally low I to 2 2 3 4 5 
male hetrosexuals-mexium to high 3 to 4 
homosexuals-high 5 

Marital Status 
married persons-low I to 2 2 3 4 5 
single persons-medium 3 to 4 
divorced persons-medium 10 high 4to 5 
widowed persons-high 5 

Suicidal Plan 
Lethality of method: 3 5 7 8 10 

ingestion of benign medication-low Ito 3 
use oflethal objects, toxic substances, and 

firearms or explosives-medium to high 5 to 10 

A vail ability of method: 2 3 4 5 
benign pills-loW to medium I to 3 
lethal pills or firearms-medium-high 4to 5 

Specificity: 3 5 7 8 10 
no evidence of plan-low It03 
unclear plan-medium 5 to 7 
carefully laid plan-high 8to 10 

Indirect Self-destructive Acts 
accident proneness-low to medium J to 4 2 3 4 5 
lack of health care in presence of known disorder-medium to high 3 to 5 
reckless driving, substance abuse-high 5 

Stress 
little or none-I t03 3 7 10 
recent death of significant other person, upsetting di vorce, loss of job, 

time in jail, humiliation or loss of face-(personal reaction determines level) 
Usually 3 to 10 

Patterns in Daily Behavior 
disturbances in sleep, eating, sex habits, poor mood, 3 5 7 \0 

fatigability; expressions of haplessness , helplessness and hopelessness; 
isolation and withdrawal. Usually 3 to to 
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NEURO-LINGUISTIC PROGRAMMING: 
AN OPTIONAL INTERVENTION TO POST TRAUMATIC INCIDENT COUNSELING 

William E. Garrison 

In selecting a therapeutic approach within th:! police 
culture, the term "pragmatic" becomes as important as 
"ecletic". Finding a short term counseling intervention 
which supplies the structure to stay on task while allowing 
a maximum of self-direction is a premium. New words, 
terms, or theories of some psychotherapeutic systems 
may appear distant from the stark reality of police life. 
They may prove to be culLUrally incongruent. Accepting 
the officer as he is and working with his behavior or 
performance may meet with less cultural resistance. 
Without full cooperation, resistance can be created and 
therapeutic results thwarted (Erickson, 1965). 

Cultural Considerations 

When considering a therapeutic intervention the mental 
health practitioner must consider the inter-organizational 
practices (Eise/lberg, 1975), and the police occupational 
subculture (Rade!er alld Reed, 1973). The officer's 
"working personality", pressuring efficiency in areas of 
danger, and asserted authority (Skol/lik, 1966), which 
are part of the police social system (NiederhofJer, 1967)' 
are different from other parts of the civilian population. 

Yeager (1982), indicated that modifying behavioral 
science approaches to the organizational setting of busi
ness requires a new clinical frame of reference in order 
to reorient the practitioner to the client's expectations. 
Clinical methods need to be adapted to the context and 
expectation of' the target popUlation. From personal ex
perience, performance and productivity concepts of or
ganization appear more in tune with the police culture 
and occupational dimension of the police community 
which Goldsmith lIl1d Goldsmith (1974), identified in Th!! 
Police CO//IIll/lllity. 

Neuro-linguistic programming (NLP) is a pragmatic 
approach developed through a systematical study of 
therapeutic "wizards" such as Milton H. Erickson. Fritz 
Perls. and Virginia Satir (BwICl/er (llId Grinder, 1979). 
NLP is focused on the individual's subjective experience. 
The goal of NLP as described by Dilts (1983), is an 
integration of' the macroscopic informution about human 
behavior and experience available to each of us through 
our ~en'iory experience with the unobservable micro-
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scopic information of the neuro-physiology of behavior 
and experience into a useful cybernetic model. 

Communication Barriers 

As with most psychotherapies the model of NLP, in 
dealing with the traumatic incident, observes the systema
tic and recurring behavior patterns of the client. When 
describing a traumatic incident the officer cannot repre
sent his experience without some form of deletion, distor
tion, distortion or over-generalization (BlIndler lind Grin
der, 1975). This could put the practitioners in the position 
of filling in the blank spots with fantasy. the officer could 
say "That bothers me", without saying what or whom he 
has deleted from his sentence. 

Distortions in the officer's experience can occur when 
he represents an ongoing process as if it were unchange
able (BlIlldler lind Grinder, ;975). "Just no solution", is 
a statement of someone who is stuck. to attach them to 
a moving ongoing process the coun3elor might and "What 
prevents you from solving ..... The omcer may also leave 
out references to who or what he is talking about and 
how these references relate to his experience, such as, 
"They don't care about me". "How do you know"?, may 
be an appropriate way to allow the client to see he or 
she was attempting to be a mind reader. "The Courts 
make me angry", is an example of failing to recognize 
distortions by assigning responsibilities of their experi
ence to those outside their control. 

Over-generalization is a process by which the omcer 
may not recognize the uniqueness of his experiences. 
"They always say you could have done better". could be 
an example. Challenges of "Who specifically", "Was 
there ever a time when they didn't'''?, "Better for whom'''!, 
would assist him adjusting his perception. These chal
lenge patterns not only assist the client to move closer 
to reality but it also serves to assist the counselor from 
going into a trance of his or her own (Balldler a/ld Grill
del', 1974). 

Deletions, distortions, and generalizations and their 
challenges make up the Meta-model formulated by Ban
dler and Grinder. This model also serves to educate the 
client and redirect attitutles and behavior patterns. Clear, 



congruent problems areas can then be elicited from the 
client so that specific goal-oriented therapeutic interven
tions may be systematically utilized. 

Mapping the Internal Process 

Another means of examining the client's patterns is 
by noting how they sort their experience. It may be pre
dominantly visual, auditory or kinesthetic. The pattern 
or strategy in which the individual utilizes these represen
tational systems also gives insight into how the officer 
may have processed the information from the incident or 
how he is internally utilizing it (Dilts, Grinder, RandIer, 
Randier and Delozier, 1976). Whether the officer is rep
resenting his experience with visual, auditory or kinesthe
tic references gives a clue to how he is currently ex
periencing or processing the memory. There may be times 
when the officer may be conscious of his feelings and 
not be aware of the visual part of the memory. Connecting 
those components may be quite useful for the client in 
making sense out of his reaction to the traumatic event. 
The cues of which state the individual is accessing at the 
time is obvious in his vocabulary: Visual - see, focus, 
clear; Auditory - loud, hear, blashing; Kinesthetic-
grasp, hold, handle (Cameron-Bandler, 1978). 

By watching minimal physiological cues the prac
titioner can observe the emotional state changes as it 
relates to an experience. If specific psychological cues 
have been previously calibrated to fear, comfort, love, 
anger, etc., then the practitioner can assume the client 
is reaccessing the previously calibrated emotional state 
(RandIer and Grinder, 1974). Examples of these cues 
are the base rates and direction of breathing, pulse rates, 
or other body movements outside of the person's aware
ness. Colorating the changes in the face, voice tone 
changes, and fullness of the lips or under the eyes would 
also supply some of the indicators of a change in the 
intern~ll crnotional state of the client (Dilts, Grinder, 
Bandler, RandIer and Delozier, 1976). 

Eye movements can also assist as un indicator of which 
representational state the client is accessing. Watching 
the eyes focus or defocus would be useful to observe 
whether the client's awareness is external or internal dur
ing counseling. When the client's awareness shifts inter
nally to access a memory his eyes will defocus and often 
shift up, down, or side to side. These defocused eye 
shifts or internal scanning patterns have been correlated 
with the neurological assessing 01' visual, auditory, or 
kinethetic representational systems by Bandler and Grin
der (1974). The visual representational system is with 
the eyes up or straight out and fixated. Watching the 
eyes shift up to the right or left can be calibrated to 
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determine remembered or constructed memory. Likewise 
level movement gazing to the left or right can be corre
lated with remembered or constructed auditory memory. 
Another calibrated part of the eye scanning pattern would 
be the example of the eyes down left indicating an internal 
auditory dialogue and/or the eyes down to the right indi
cating kinesthetic accessing in most people. 

These patterns can be used in assisting the client to 
utilize a particular accessing system, examining the 
client's representational accessing strategy, or rapport 
building with the client by matching his systems (Dilts, 
Grinder, RandIer, Ralldler and Delozier, 1976). Building 
values of trust, reality, and rapport are part of a "working 
alliance" between the practitioner and the client (Zetzel, 
1956; Goldstein, 1962; Green.wll, /956). 

After noting the specific non-verbal cues or analogue 
of the client, the therapist then has a means to measure 
the evolution of the client's treatment. This is also an 
observable means of feedback to rationally make strategic 
variations in the therapy technique. 

The Intervention Framework 

Prior to beginning the intervention, a safety valve needs 
to be put in place to avoid the client officer from becoming 
caught in a negative emotional state at any point in the 
intervention. This safety valve will be in the form of a 
'bail out" anchor. Anchoring is the process of attaching 
a desired emotional state with a specific stimulus; a touch, 
voice tone, or facial expression. The anchor then becomes 
a triggering device to elicit the desired state at any specific 
point in time. 

The "bail out" anchor is installed by having the client 
reaccess a past, positive event which is powerful to them. 
After observing their analogue or minimal physical cue 
changes the counselor can set the anchor by touching a 
specific spot on their arm or hand or using visual and 
auditory stimuli. The anchored emotion can be reaccessed 
by touching the spot and firing the anchor. The intensity 
of the related emotional response can be regulated much 
like adjusting a television set by asking the client to make 
the memory picture brighter, more colorful, closer, fas
ter, or by adjusting the sound louder, softer, or changing 
the tone or tempo (Gordoll, 1978), (Knowles, 1983). 

Before reviewing his experienced trauma the client 
should know the difference between an associated and 
dissociated state to protect them from reexperiencing the 
trauma affect. This can best be accomplished metaphor
ically by requesting the client to reexperience a past or 
imagined ride on a roiler coaster from the first person 
perspective or looking out through their eyes. Then have 
them note their affect response. Next, have them compare 



their affect to the same memory from a dissociated state, 
from the third person, as if they were watching a mental 
home movie of the event. The predicted experience will 
be a greatly diminished or zero affect (Erickson alld 
Rossi. 1976). 

The "mental movie" can be coupled with another dis
sodation which can be created by the client by leaving 
their body as was taught by Milton Erickson for trance 
work (Rodger. 1980). He can visualize stepping behind 
himself in the chair and watching the mental movie by 
looking over his shoulder while viewing it. 

These techniques of dissociation are also useful in 
training officers prior to incidents involving trauma. If 
the officer experiences flashbacks following an incident 
he can learn to step out of his pictures and distance 
himself from the resulting negative affect. 

By combining these two dissociation techniques a dou
ble dissociation can be achieved to create a greater sep
aration between the trauma and its connected affect 
(Lankton. 1980). Dissociation is also useful in diminish
ing large remembered chunks such as trauma and physical 
assault. the traumatized officer can then review the 
trauma or shooting incident without falling into the re
membered feeling (Erickson alld Rossi, 1979). The of
ficer must then review the situation from the double dis
sociated perspective in order to learn that he did survive; 
was in control of himself, could only suggest to others, 
and performed well based on the information available. 
With the new information obtained, the client must replay 
the mental movie to the point where the fear or confusion 
of the trauma begins, and "freeze frame" that mental 
movie. Next, he must separate his mental image from 
the rest of the movie. Finally, he must educate the dis
sociated self about his survival or other inFormation men
tioned above, that he was not aware of at the time of the 
incident. By allowing the client to accomplish this seg
ment without verbalizing the content, may give him an 
opportunity to deal with feelings he might not have dis
cussed with the counselor. 

Upon completing this step, the client is directed to ask 
the dissociated self in the "mental movie" if any additional 
resources would have made a difference in his response 
to the incident he experienced. This appears similar to 
the "hot scat" technique used by Fritz Perls (Faga1l, Joell 
and Shepherd, 1970). Whatever resources are found 
lacking can now be located from the officer's own experi
ence by asking him to recall or imagine an event where 
he had that resource, and notice the feelings attached to 
it. Ask the officl!r to observe the dissociated self from 
the "mental movie". Direct him at this point to carry 
back to the dissociated self the feelings he has gained 
from his recall of the positive reSOllrce event. This process 
is continued until all the resources needed in this situation 
are gained. 
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An ecological check can be made by asking the client 
if he "would have needed anything else". If other 
resources are needed, repeat the process for additional 
resources. Additional resources can be built with 
metaphor (Gordon, 1978; Lankton, 1983). When no new 
resources are needed, ask the client to reassociate the 
image in the "new mental picture" by puIHng the dis
sociated self back inside his own chest. Then reassociate 
the other dissociated part which was observing the process 
by having it step back insIde his body. 

Other techniques can be combined with this one to 
deal with other issues as will be presented in the following 
case study. This type of intervention function within the 
framework of hypnosis has been discussed in the descrip
tion of Erickson's methods by Lankton (1980) and 1983). 

Case Example 

Officer K was involved in an incident where a robbery 
subject committed suicide by placing a shotgun to his 
head and igniting both barrels simultaneously. Approxi
mately two years past the incident, Officer K exhibited 
strong anxiety reactions following a conflict management 
class (face pale; rapid shallow breathing; rapid high
pitched voice; blurting words out). Such behavior 
exemplifies Bandler and Grinder's (1974) conclusion 
about the deep structure of communication or the historic 
interconnectedness of stored thought which can be stimu
lated at the surface by a communication. 

Between the shooting incident and his experience in 
the management class, Officer K had "burned out", 
leaving both this police department as well as another. 
During this same time, he developed domestic problems. 
He described his experience as "seeing everything 
through the image of the man's face exploding". This 
may be classified as an intrusive image as described by 
Horowitz (/980). 

A "bail out" anchor was established using a powerful 
family experience from Officer K's past, to be used if 
he became stuck in a negative state. A here-and-now 
anchor was also established by having him squeeze the 
arm of his chair to maintain his orientation to the present 
moment. 

After achieving a double dissociated state, Officer K 
reviewed the incident in order to "learn from it". He 
found that during the initial trauma he felt unable to 
control the subject, fellow officers, and the crowd. He 
described feeling helpless and angry. He feared that the 
subject or one of the officers there would be shot. 

Metaphors were utilized to build an understanding of 
control, failure, fear, overload, and time distortion since 
none that could be utilized were retrievable from his past. 
He was asked to return to the traumatic event and freeze 
frame the picture of him where he began to feel out of 



control. He was then directed to have his own image 
from the "mental movie" step forward out of the scene. 
Officer K took the understanding he now had g<,.ined and 
communicated it back to the mental image of himself. 
After observing that the image "appeared better", he 
asked the imaged self what else was needed. Feelings of 
self-control, confidence, awareness, and security were 
expressed as desired resources. The experiences attached 
to these resource states were located, anchored, and pro
jected into the self-image from the "mental movie" of 
the trauma. Officer K was then requested to live the 
self-image a hug before reassociating it inside of him. 
The results were tested with Officer K by replaying the 
memory of the incident without dissociation. Officer K 
reported a greatly diminished negative affect, but the 
intntsion by the visual image of the robbery subject 
remained. 

The remaining visual image of the robbery subject was 
deleted by switching two mental pictures rapidly, several 
times (Bandler, 1982). One picture was viewed like a 
photograph of himself watching the robbery subject's 
face exploding, and the other picture viewed as if he 
were involved in a powerful, positive personal event. 
After pushing this negative picture of the robbery subject 
away and pulling the positive picture up in front of him 
several times, he reported the negative picture was can
celled by the positive pictUle. Officer K was then asked 
to review the incident again. No minimal physiological 
cues of anxiety were observed that were present at the 
beginning of the session. The intervention described here 
was the second of three sessions with Officer K. It lasted 
approximately ninety minutes and the setting in this 
example it was a comer area of the airport lobby. There 
was no physical interruption and the noise and movement 
did not prove to be a detriment to the intervention. 

Nearly two years after the intervention, Officer K is 
reporting a healthy personal relationship and satisfaction. 
Hisjob performance evaluation is rated "above average". 

Training 

Post-shooting and traumatic incident classes are being 
taught as part of the curriculum at the Southeast Florida 
Institute of Criminal Justice. In class, the recruits are 
presented with strategies and methods of self-mastery to 
handle a traumatic situation during the incident as well 
a!-> the following healing process. 

The inability to qualify with a firearm is also being 
remedied in numerous cases by treating the problem as 
a phobic response. A previous traumatic experience is 
often Found to be responsible for the resulting phobic 
response which has become anchored in some way to 
the firearm. 
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CONCLUSION 

This approach to working with traumatic incidents 
using an NLP approach to the intervention is not a magic 
wand or an absolute cure. It is an aJtemative which can 
add flexibility to whichever personal approach the prac
titioner utilizes. Traumatic incidents are multi-dimen
sional and must be approached therapeutically from sev
eral directions without developing resistance. In dealing 
with a police officer in therapy, working with perfor
mance issues in a matter of fact and private manner, may 
become a means to break down the reluctance of many 
officers to deal with otherwise untouchable issues. Neuro
linguistic programming may offer a bridge we can utilize, 
and be that effective alternative to enhance existing skills 
in the practitioner, and coping skills in the officers. 

Obviously, one article such as this will not develop 
expertise in NLP. This presented information can, how
ever, report one utilization of the model. 

People often cannot find their own car keys when they 
are right in front of them after misplacing them. Their 
belief that the keys are somewhere else blinds them from 
physically seeing. This phenomena will continue until 
something interrupts the pattern. Neuro-linguistic prog" 
ramming has the potential to be a key to understanding 
how new concepts about the brain can be utilized and 
benefit practitioners and officers. H will be interesting 
as to what research bears out in the future. 
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SAN YSIDRO: WHEN THE BADGE TURNS BLUE 

Michael R. Mantell, Ph.D. 

In February, 1981 Chief Justice Warren Burger warned 
citizens of the "reign of terror in American cities" as he 
grimly asked, "Are we not hostages within the borders 
of our own self-styled, enlightened, civilized country"? 
Recent events dictate an equally somber, unequivocal 
answer to this biting question. Yes. 

On the heels of a privately funded study of crime in 
America, the Figgie Report, Houston Police Chief B. K. 
Johnson, in March, 1981 was quoted as saying, "We 
have aIlowed ourselves to degenerate to the point where 
we're living like animals. We live behind burglar bars 
and throw a co.1lection of door locks at night and set an 
alam) and lay down with a loaded shotgun beside the 
bed and then try to get some rest. It's ridiculous". 

And when you pay careful attention to crime statistics, 
Charles Silberman's aphorism that "crime is as American 
as Jesse .lames", rings truthful. There are few Americans 
who have not been touched personally by crime or who, 
at least, do not know personally at least one victim of 
violent crime. 

In fact, there has been a significant growth in the 
number of research studies which focus on crime victims. 
Special funds have been collected for crime victims. And 
counseling services of various dimensions have been 
offered to crime victims. 

This article focuses on a unique group of crime victims. 
And on a unique crime. The largest single-day mass 
murder execution by a single gunman in this country's 
history. The victims are not the 22 dead children, parents, 
and other innocent citizens who stopped into the 
McDonald's restaurant in the San Ysidro area of San 
Diego in July, 1984. Nor is the foclls on the survivors 
or their families of that massacre. The victims this article 
will focus on arc forgotten victims. And in fact, not only 
are these victims forgotten, but society has by and large 
been unwilling to see them as victims. What's worse., 
they have been unwilling to see themselves as victims. 
Cops. And their families. 

The caIl on that fateful day, which was to bring the 
world's attention IIway from one California city-San 
Francisco lind the Democratic National Convention-to 
another fnr south-San Ysidro-cnme in at 4:03 p.m.: 

"A 245 just occurred in San Ysidro. It's at McDonald'" 
424 San Ysidro Boulevard. £t's a 245, anyone else en 
route"? 
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Seconds passed. 
"Shots coming from inside McDonald's. Little girl 

was shot; being brought to post office now". 
Minutes later. Officer arriving at the Scene takes to 

the air on his police radio: 
"Shots being fired at me. Returning fire with two 

rounds. Request Code 1 0". 
Enter the SWAT Team. 
What began with a crazed man mumbling to his wife 

that he was "going hunting ... hunting for humans", ended 
with a neighborhood in a state of shock, remorse, fear, 
anxiety, grief and depression. 

The scene tested San Diego's emergency personnel 
services, stretching human reactions to the limit. 
Coroner, cops, emergency medical technicians, fire
fighters, even news reporters were faced with gripping 
images, associations, thoughts, feelings, smells and 
mental anguish, the likes of which even the most "macho" 
had difficulty confronting. 

Trauma, or unusually high stress/strain situation are 
mediated by three key factors: a) the event itself; b) the 
coping mechanisms the individual has available to him 
or her in order to deal with the event; and c) the views 
the individual holds about the event. 

In the first century A.D., the greek philosopher Epic
tetus noted, "People are not disturbed by outside things 
and events but rather we disturb ourselfs by what we 
believe about those events." So, the third factor, the 
person's perception of the trauma is critical. 

In a recent paper on the subject, Los Angeles Police 
Department psychoJigist Martin Reisner noted that, 
"overly perfectionistic, rigid, close-minded people who 
foIl ow stereo types, are binsed, and think negatively are 
more likely to become dysfunction~l i.n stress-overload 
trauma situations." He also indicated that, "more open
minded and flexible officers can deal with ambiguity, 
trauma, and stress in a more constructive fashion." 

Let's face facts. Physcial wounds can heal a great deal 
easier, and quicker, than psychological injuries. The 
"puncturing of the officer's prior illusion of control and 
invulnerability," according to Reiser, can result in a very 
seriolls, severe injury to the officer's ego. Long after 
physical scnr tissue forms, the emotional effects linger. 
While young officers have a need to believe in their 
invulnerability in order to fact the "bnddest, maddest and 



saddest" of society, they also pay a price. Cynicism, 
withdrawal and suppressed feelings result. This is, in 
part, why the post-traumatic or post-shooting syndrome 
takes its toll. The officer who does not allow the free 
flow of emotions, who does not see adequate external 
supports-who believes he has to go it alone-who 
believes he is weak if he expresses a need for help is 
most likely to suffer the ill effects of the post-shooting 
or post-traumatic syndrome. 

The use of "denial" as a defense against life-threatening 
situations, meaning "It won't happen to me," goes along 
with the macho, John Wayne picture. Trat, together with 
being taught not to express emotion, and needing to prove 
one's toughness, also creates fertile ground for the post
traumatic syndrome. 

The emotionally perceive discontinuity between what 
the officer expects and what occures in a traumatic event 
is ultimately what leads to the development of symptoms. 
The officer may expect a man-to-man confrontation in 
which he is a hero. Often, the reality is not a heroic 
situation at all, but a rather lopsided contest. 

The officers, 200 or more, at the scene in San Ysidro 
were able to mask their emotions by channeling their 
feelings into their jobs. They were able to divorce them
selves from the reality of dead people lying in commuinity 
blood-dead children-with Ronald McDonald and the 
Hamburglar standing over them, smiling. 

But, some could not. "You know, Doc, I'm sick to 
my stomach seeing these kids in there. I can't stop seeing 
my own two kIds-you know, they arc the same age 
practically and I swear when I kissed them good-bye' 
this morning my oldest was wearing the same shirt on 
that blood-drenched kid over there". 

Tough guy'? John Wayne'? Invulnerable and able to 
handle any sort of dangerous situation? The tears I saw 
from ol'ficers, and the sobs I heard somehow don't make 
them look so hard. 

"Hey Doc, I've been in Nam, rmd I've picked up pieces 
of bodies in North Park after the PSA plane went down, 
and I worked the Brenda Spencer schoolyard shooting. 
But I galla tell you, this is the worst damn thing I've 
ever seen. I'm just sick to my stomach. r don't think I 
can handle another one", 

"The first thing I saw was a young girl leaning against 
the wall with a bullet over her eye", another ofticer 
reported. "It was like they were ~Isleep, but you knew 
they weren't. I just put a wall around myself and blocked 
it out". 

And one person summed up what he saw: "People 
were bursting into tears. Officers were shaking their 
heads. Thc full fceling was there when you looked at 
police administrators und supervisors and saw how ashen 
they hud becomc". 
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Naturally, there is no way to avoid the atrocities offic
ers must face. When the reporters go home, the clean-up 
crews leave and city-hall closes its doors for the day, 
cops are left to deal with it all. After San Ysidro, many 
citizens in San Diego and around the world who felt 
gripped by this massacre, mourned. 

The cops? They simply returned to their beats to deal 
with still more gunshot wounds, family. disturbances, 
child molestations and beatings, and traffic fatalities. All 
while trying to keep their emotions in check. 

So how did the San Diego Police Department respond 
to the officers involved? What did we learn? 

First, those officers who actively explored the reality 
issues and searched for information about the tragedy 
after it was over, fared better. Caplan noted this as one 
of his positive patterns of coping with crises. Those who 
actively sought help from others also did better. They 
gave free expression to their feelings. They constructed 
manageable and workable plans for dealing with their 
reactions to the event, such as proper pacing and attitude. 
They also had a basic trust in themselves and were op
timistic about the future. 

In contrast, again as Caplan pointed out, avoidance 
and denial of negative feelings and a refusal of assistance 
were associated with poorer restoration of emotional bal
ance. Those who did not regain emotional balance reacted 
with pessimism about the future and did not have proper 
pacing as they returned to work. 

Crisis counseling in the street at the McDonald's site 
was initiated immediately. Anger, guilt, numbing, and 
fear were noted at the scene. Tears, not often associated 
with patrol officers, were difficult f()r some to accept. 

Reassurance, normalizing, educating and basic support 
were the most common therapeutic interventions. As 
much as possible, all contacts in the field were done 
away from the action, alone. This was planned to protect 
confidentiality. A positive, consistent, honest and non
judgmental attitude was most effective. The oflicers were 
helped to maintain and in some cases regain control by 
encouraging them to express their anger-in words-and 
to understand how normal those feelings were. 

Meetings at line-ups for several days following the 
event were instituted. Again, educating the off1cers as 
to what symptoms they could expect, and how to deal 
with their family's rcuctions, were also primary interven
tions. 

Discussions at line-up helped build a universality in 
reactions and us (llle officer admitted an unfavomble reuc
tion, another \V,lii more Iikcly to as well. They also sup
ported problem-solving approaches. A by-product to this 
was organizational sensitivity which is so necessary in 
department-wide tl'tlurnatic events such tiS Sun Ysidro. 

In addition to crisis field counseling, and meeting with 



line- ups, seminars were held for police officer families. 
The seminars were purposefully held in San Ysidro. 

The seminars-educational, cathartic and therapeu
tic--"':Ied to spouse" and officers identifying the following 
symptoms: 

• "I feel guilty, I should have done more". 
• "My mind wanders, have difficulty con

centrating and remembering". 
• "Since that happening, I get nerves every 

time I go to a restaurant or where a lot 
of people gather". 

• "A couple of nights I would wake up as 
if having a bad dream. After waking up 
I could not remember the dream". 

• "Can't sleep; hands shaking; a What if' 
feeling; loss of memory; a feeling of 
helplessness; headaches; a feeling I 
didn't do enough". 

• "Uncomfortable at work; stripped of 
police image/confidentiality; absent
minded at times/daydreaming; crying at 
moments; running awaylleave police 
work; guilt"! 

• "Short attention span at work, and also 
nervous or hyper. Worried about my hus
band's well-being a lot. I cry easier at 
dumb things, and am worried especially 
that my husband won't get over this, and 
we will lose our home and job security". 

• "Sympathy for families; anger toward 
gunman; depression", 

• "Demoralized and humiliated through 
work situation", 

• "At first, when the initial call came 
down, I thought of how terrible II thing 
it was that had occurred. Then the profes
sional' side of me took over". 

These reactions are real, honest and were generated 
quite easily by simply asking participants to jot down 
their feelings. The papers were collected in each group 
and read, anonymously, aloud. The groups almost 
instantly identified with each other. 

Contact with the press took an inordinate amount of 
time. This ranged from holding press conferences with 
literally dozens of media representatives to appearing on 
Nightlille, Good Morning. America and other national 
news programs. Newspaper articles were written and 
magazine interviews were held. 

Contact with the survivors and their families were pro
vided on a courtesy basis. Organizing the volunteer 
mental health efforts was also necessary. Our department 
drew especially from the Level III Police Officer Reserve 
Psychology group to provide continued care to the sUJ:-
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vivors and their families in the days immediately fol
lowing the massacre. 

They were educated to understand grief reaction£ and 
were assisted in developing a careful plan for proper 
rehabilitation. It Was an unusual use for police 
psychologists, however, in light of the massive emotional 
trauma the entire city experienced, it was an appropriate 
allocation of manpower. 

Individual counseling sessions were, of course, pro
vided. These were often conjoint sessions with spouses 
aimed at fostering marital communication around the inci
dent. By engaging the spouse, officers were helped to 
better understand the impact their traumas have on their 
families, as well, and serves as a preventative for future 
difficulties. 

In summary, the San Diego Policc Department experi
enced the largest single-day massacre by a lone gunman 
in the history of the United States. In contrast to the 
number of officers who displayed prolongcd stress reac
tions and filed disability claims following the PSA plane 
crash. the response of the department appeared to be such 
that significantly fewer officers experienced prolonged 
reactions. There have been no stress claims filed as of 
this date. 

The National Institute of Mental Health has proposed 
funding a brief study of the psychological impact of the 
San Ysidro Massacre on our police officers. We are 
waiting for confirmation of the funding. 

Our research questions are as follows: 
I. What are the physical and psycholog

ical symptoms of stress the ort1cers 
experienced aftcr San Ysidro? 

2. What coping strategies (active-cognitive. 
avoidance- coping, or active-behavioral) 
did officers employ? 

3, What coping strategies were most effec
tive in attenuating the impact of the San 
Ysidro event'l 

4. How did the San Ysidro incident impact 
the officers' job performancc'? 

5. What effects on the officers' families were 
noted? 

Approximately two hundred sworn personnel. who 
were on the scene at San Ysidro will be asked to partici
pate in the study. Subjects will complete a set of question
naires which examine coping strategies (Moos, Cronkite. 
BillillRs alld Fillney. 1983): physical and psychological 
symptoms (DeroRatis, Rickels and Rock. 1976): impact 
on job performance (Mollahcm ulld Farmel'. 1980); and 
social and family relations (e.g., Moos, Crollkite, BilllllRS 
lind Fillney. 1983). The specil1c instruments nre sti II 
being evaluated and will be chosen for their relcvnncc, 
reliability and validity properties. 



All data will be strictly confidential. Data analysis will 
involve mUltiple regressions, factor analysis and other 
correlative assessment. 

The data collection will be completed within two 
months following your approval. Then, a final report 
will follow after data has been analyzed. This should 
take no more than six months. 

It is expected that additional funding, if approved, will 
allow for a longitudinal study following the same group 
of officers over several years. This will allow for the 
best opportunity of investigating long-range effects. 

It is clear that in developing a model of intervention 
in major police incidents such as San Ysidro, the nature 
of the event, community resources, and the individual 
personality of the department have to be taken into con
sideration. 

Counseling sessions, the "band-aid" approach, are 
insufficient and frankly backward when offered as a sole 
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response to most major events. Light duty assignments, 
preventive educational sessions, spouse group meetings, 
video-tape crisis response training, meeting in the field, 
line-up group educational sessions and skillful use of the 
mass media to educate both the police community as well 
as the general public, are all indicated. 

The post-traumatic syndrome has many faces. Clearly, 
as crime becomes more brutal, irrational and random, 
major SWAT incidents are likely to occur. New York 
Police Commissioner Robert McGuire, in 1981, claimed 
that, "Street crime is the most serious thing we face 
today. It has an enormous impact on the quality of 
people's lives". 

Certainly it has impact on the police officer's life and 
the lives of his or her family. By properly intervening 
immediately and with follow-up care when needed, the 
impact can be reducf:d and rehabilitation encouraged 
more rapidly and effectively. 



POST SHOOTING TRAUMA: 
DEMOGRAPHICS OF PROFESSIONAL SUPPORT 

Michael 1. McMains, Ph.D. 

INTRODUCTION 
The emotional impact of a shooting incident on the 

individual police officer has been recognized and detailed 
by both police and mental health professionals with 
growing concern over the last few years (Cohen, 1980; 
Ayoob, 1980; Lipert & Ferrara, 1984, Carson, 1982,' 
Stratton, 1983). Both the human costs and tinancial costs 
to Police Departments as a result of "post shooting" 
trauma has sensitized many departments to the need for 
professional support for ofticers involved in shootings. 
Studies have detined the nature of the emotional impact 
of shootings (Carson, 1983,' Stratton, 1983,' Donovan, 
1983) as well as the stages through which an officer may 
pass in dealing with their use of deadly force (Solomon, 
1984). Recent survey research has provided infornlation 
about the percentage of officers who experienced great, 
moderate, or no emotional impact after being involved 
in shootings (Stratton, 1983). However, information 
about the degree to which police departments have 
responded to this need has been lacking. Consequently, 
the purpose of this paper was to present demographic 
data from both large and small police departments which 
will describe the breadth and nature of professional sup
port services available to police officers nationwide. 

Method of Collecting Data 

A questionnaire was sent to the police departments in 
the 20 largest cities in the United States in November of 
1983. The questionnaire asked about the type of profes
sional support available to officers involved in a critical 
incident, about the voluntary or mandatory nature of the 
program, about the speed with which officers were con
tacted by the professional after the shooting, about the 
support provided for ofticers who were present at the 
traumatic incident but who were not directly involved, 
and about availability of professional support for officers 
involved in traumas other than shootings. 

Demographic data was gathered on the size of the city. 
the size of the police department. the number of officers 
on patrol and the average number of shootings involving 
police oflicers over the last five years. fn addition, each 
department was asked how long they had provided pro
fessionoJ support for oi'nccrs involved in shooting!. or 
other trauma. 
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Final1y, a section of the questionnaire asked about the 
rated effectivenss of each department's program. To cross 
check the validity of the ratings, questions were asked 
about the number of officers who left the department 
after being involved in a shooting, on the assumption 
that effective professional support programs should sig
nificantly reduce the reported 25% loss of ofticers due 
to involvement in shootings. 

In January 1984, the same questionnaire was sent to 
a randomly selected sample of 20 police departments in 
cities of less than 250,000. Data was pooled for the 20 
larger citieis and the 20 smaller cities. Comparisons 
reported in the results section are generally based on 
percentages of the departments responding to the survey. 

RESULTS 

Overview: 

The demographic data was averaged for larger and 
smaller departments, and is summarized in Table I. 

Table 1. OVERVIEW 01<' DEMOGRAPHIC INFORMATION 
FOR LARGER VERSUS SMALLER DEPARTMENTS 

A I't!rtlge Number of: 

Policemen 
Patrolmen 
Shootings (Last5 Years) 
Policemen Using Support 
Years Professional Available 
Oflicer.; Leaving Department After 
Officer.; Showing Decrease 
Officer.; Showing Increase 

Ruted Efr ecti veness 

C'ilit's>250.000 Cities<250,OOO 
(N:::: 19) (N= 17) 

4.447 69 
3.039 31 

38 .46 
37 2.80 

8.00 5.75 
.86 .75 

4.50 .83 
6.00 .50 

1.7 3.5 

Clearly, a high percentage of both larger and smaller 
departments responded to the questionnaire (95% of the 
larger departments and 85% of the smaller departments), 
In addition, larger departments assigned a higher percen
tage of their manpower to patrol (68%) than did smaller 
departments (45%). They had a larger average number 
of shootings per year Ilnd a larger average use of SUppOlt 
services than did smaller departments. Though larger 
departments had a higher number of officers effected by 



the shooting as seen in the higher rate 0 impairment of 
functioning and as seen in the increase in drinking, the 
relative percentage of officers leaving the larger depart
ments was significantly less than the percentage of 
omcers leaving smaller departments post shooting 
(2.32% versus 179% respectively). It is important to note 
that the average number of shootings experienced by 
smaller departments was extremely small, a fact that may 
bias the results since the smaller the sample the smaller 
change it takes to yield significant results. Still, the results 
suggest that shootings have a disproportionate impact on 
smaller departments. 

Professional Support in Larger Versus Smaller 
Departments 

Table 2 shows the percentage of larger and smaller 
departments that provide professional support for omcers 
involved in shootings, as well as the professionals 
involved in providing support to omcers. 

Table 2. THE PERCENTAGE OF LARGER AND SMALLER 
DEPARTMENTS PROVIDING PROFESSIONAL 
SUPPORT FOR OFFICER AND THE PERCI<:NTAGE 
OF J~ACH PROFESSION INVOLVED IN OFFICER 
SUPPORT SERVICES 

Departllll!lIts fllII'iIlK: Cities>250.000 Citics<250.000 

Profes~ional SyMctll 
P~ych()lllgi\t 

Sociul Worker 
P~ychiatmt 

Chaplain 

Voluntm'J Versus Mandatory 

100% 69% 
88% 85% 
19% 12% 
19% 38~( 

7St;( 25% 

Frequently, the question of the value of a voluntary 
versus a mandatory counseling program is raised. Table 
3 shows that both larger and smaller departments were 
divided on this issue: Several departments in both groups 
reserved the right to mandate counseling if necessary. 
The issue did not seem to affect the program, in as much 
as both voluntary and mandatory programs were rated 
highly in larger departments lind in as much as the pre~ 
sence of a program significantly decreased the number 
of officers leaving police ~vork in the larger departments. 
Tahle 3 shows the percentage of professional programs 
that arc voluntary, mantMory andlor both. 
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Table 3. NUMBER AND PERCENTAGE OF PROFESSIONAL 
POST TRAUMA SUPPORT PROGRAMS THAT ARE 
VOLUNTARY, MANDATORY AND/OR BOTH. 

Nalllre o/Program: 

Voluntary 
Mandatory 
Both 

Timing of Intervention 

Cities>250,OOO Cities<250,OOO 

50% 33% 
0% 22% 

50% 44% 

The question of the timing of the intervention after a 
trauma is important, as will be discussed below. Table 
4 shows that most programs responded to traumatic inci
dents within the first 24 hours. However, some profes
sional services provided to larger departments allowed 
up to One week for response, a policy that may need 
some review. Figure 4 presents the percentage of profes
sional support systems that respond to a traumatic 
shooting within a specific time frame. 

Table 4. PERCENTAGE OF PROFESSIONAL SUPPORT 
SYSTEMS THAT RESPOND TO A TRAUMATIC 
SHOOTING WITHIN A SPECU'IC TIME FRAME. 

Program: 

Professional 
Immediate Response 
Within 24 Hours 
Within Week 
Upon Request 

Cilies>250.000 Cities<250.000 

31% 
25% 
13% 
31% 

44% 
22% 

0% 
33% 

Professional Support for Other Than Shooting 

Through the incidents of professional support offered 
by smaller departments for "post shooting trauma" were 
lower than that offered by larger departments offered 
support for officers present at shootings though not 
directly involved in the Shooting. In addition, both 
smaller and larger departments provided support services 
for a wide range of non-shooting traumas. Table 5 pre
sents the percentage of larger and smaller departments 
that provide professional support for officers present but 
not involved in shootings and the percentage of depart
ments offering support for non-shooting trauma. Table 
I lists the non-shooting traumas eligible for support ser
vices in both larger and smaller departments. 



Table 5. PERCENTAGE OF LARGER AND SMALLER 
DEPARTMENTS OFFERING PROFESSIONAL 
SUPPORT FOR OTHER OFFICERS PRESENT AT 
SHOOTING AND PERCENTAGE OF 
DEPARTMENTS OFFERING SUPPORT FOR 
NON·SHOOTING TRAUMA. 

Departments Offering Support to: Cities>250,OOO Cities<250,OOO 

Officers Present But Not 
Involved At Shooting 

Non-Shooting Tmuma 

81% 100% 

88% 88% 

Table 6. NON·SHOOTING TRAUMAS PROVIDED 
PROFESSIONAL SUPPORT, NATIONWIDE. 

Type of Troll/lin 

NCar I)eath Incidents 
Demh in the Family 
Discipline Problems 

Major Illness 
Injury to Citizens 
Injury to Partner 
Illness in Family 

DISCUSSION 

It became apparent that police departments that serve 
large communities have a better developed systems of 
providing emotional support and counselling for their 
officers involved in shootings that departments serving 
smaller communities, and that the larger departments 
value the services of their support systems more than 
smaller departments. Several reasons may account for 
these differences. Not only do larger departments have 
more need for services, i.e .• they have more shooting 
incidents per year, but they also recognize that traumatic 
events can include more than officers directly involved 
in shootings. 

T(may (J 969) has pointed out that psychological trauma 
includes anything that overwhelms the persons available 
resources. That is any event that poses a seemingly unsol
vable problem for an individual or which creates a connict 
of such significant proportion as to bring the person to 
an impass is a trallma. Larger departments recognize II 

wide range of events as traumntic (Table 6). Con
sequently, they provide professional support services for' 
more than shooling incidents and they have had a greater 
opportunity to experience the effectiveness of such prog
rams. 

A correlary of this broader view of trauma is that the 
cost effectiveness of support services is probably more 
obvious to larger departments. Not only do larger dcpart~ 
ments lend to have more investment in their personnel, 
but when comparing the cost of maintaining a support 
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system with the benefit derived, it seems reasonable to 
assume that larger departments would have greater use 
for the same services, thus decreasing the per person cost 
for services. 

The fact that larger departments have had support prog
rams longer than smaller departments allows them more 
experience with the benefits of the service than that had 
by smaller departments. Not only does the long estab
lished program have a proven track record, but the very 
fact that they have been part of the system for a number 
of years provides for a trust to build throughout the system 
because of their proximity. There is a kind of "halo 
effect" which lends credibility to a service just because 
it has been inplace a period of time. 

A significant exception to the trend of larger depart
ments providing more support than smaller departments 
was in the area of support for officers present but not 
directly involved in the shooting. Virtually every smaller 
department that provided support was sensitive to the 
need of these officers for support. Combined with the 
fact thaI more officers left smaller departments than were 
directly involved in shooting, this emphasis suggests that 
smaller departments might experience more "modeling" 
(Bandera, 1969) of resignations after a shooting. The 
impact of observed behavior on officers needs further 
study. 

In setting up a professional support system, clearly 
most departments used psychologists as service provid
ers. Of the larger departments, only New York City had 
a staff psychiatrist, an interesting point in view of the 
fact that their support services were begun by a 
psychologist and in light of the fact that they still call 
their counseling program Psychological Services. The 
high incidence of use of psychologists over against other 
mental health professionals may well be the result of the 
pioneering effort psychologists have made in police 
departments like New York City, Los Angeles and Dal
las, all or which have had established Psychology Ser
vices since the early 70's. 

On the basis of the low incidents of loss of ofticers 
after a shooting in the larger departments. it does not 
matter whether the post shooting program is voluntary 
OJ' mandatory. Even though one-half the larger depart
ments had voluntary programs and one- half reported 
reserving the right to mandate counseling, the number 
of officers leaving the larger departments was uniformly 
low, suggesting that having a well thought of professional 
support service was more important than whether the 
officer Was required to be counseled after a shooting. 

The USc or a voluntary system has the advantage of 
greater commitment on the part of the ofl1cer choosing 
to participate. However, requiring participation by every 
officer involved in traumatic event can provide a "face-



saving" way for officers who would not otherwise use 
the service. This may be the reason that smaller depart
ments require participation more than do larger depart
ments. It seems reasonable to assume that officers from 
smaller departments would be less likely to voluntarily 
seek support than officers from larger departments be
cause the former would be more sensitive to the fact that 
they have less anonymity than do officers living in larger 
cities. 

The time frame for responding to a shooting inddent 
by professional support seemed fairly sensitive to the 
needs for timely intervention. Most departments that pro
vided services, provided then within twenty-four hours 
of the time of the event. However, some professional 
support systems in larger departments seemed to delay 
their involvement with officers. Though the minority of 
services, these systems did not ')eem to be sensitive 
enough to the importance of immediate intervention in 
the long- term resolution of traumatic events. A review 
of this policy is recommended. 

An impressive percentage of departments that provide 
services to officers were sensitive to the fact that many 
events can bring an officer to the realization of his own 
vulnerability (Solomon, 1984). The major problem 
seemed to be that many smaller departments still did not 
provide either professional support (Table 2) for any kind 
of emotional trauma. Considering the high costs of pro
fessional services and the low incidents of actual shoot
ings in smaller departments, administrators in the5e de
pmtments probably have trouble justifying the expense. 
However, if it is true that a disproportionate number of 
ofticers do resign from smaller departments than from 
larger departments when a shooting incident does occur, 
administrators of small departments need to develop some 
contingency plans which would include professional sup
port to their officers involved in emotional trauma. 
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POST SHOOTING TRAUMA: PRINCIPLES FROM COMBAT 

,tfichael J. McMains, Ph.D. 

Though there are recognizable differences between the 
situations that generate the combat stress reaction and 
post-shooting trauma, several recent articles have de
scribed physical and psychological reactions that bear 
enough resemblance to make it profitable to examine the 
similarity between the two and to explore the implications 
that the combat stress literature has for post-shooting 
trauma. 

Recent authors have reported the nature of the combat 
stress reaction as it has been experienct:d throughout his
tory (Schultheis, 1981) and as it has been studied by 
U.S.A. Medical Personnel and their allies in recent com
bat (BelenJ.:y, 1978; 198/: Mangelsdorjj; /984). For in
stance, BelenJ...)' (1981) has reported a list of symptoms 
that characterize the combat stress syndrome which in
cludes: 

I. Fugue States 
2. Anxiety 
3. Ruminations 
4. Restlessness 
5. Sense Distortions 

Police officers who have been involved in shootings 
have reported similar symptoms as a reaction to the shoot
ing (Stratton, /983). For instance, common problcms for 
officers were reported to be: 

I. Time Distortion (fugue state) 
2. Emotional Numbing (fugue state) 
3. Feelings of Isolation (fugue state) 
4. Denial (fugue state) 
5. Flashbacks (sensory distortion) 
6. Sleep Disturbance (restlessness, sensory distor

tion and anxiety) 
7. Worry about Legal Problems 
8. Guilt (anxiety) 

Belenky (1981) reported that Israeli studies of combat 
stress reactions during the 1967 war concluded that a 
soldier'S reaction to combat stress depended on the stabil
ity of the soldier's non- combat life situation (economic 
stability, family stability, etc.) and the cohesion or close
ness of the combat group (wpport available to the indi
vidual from a like minded group). Similarly, Stratton 
(1983) has concluded that a police offker's reaction to 
the strl!ss of a shooting depends on his personality, on. 
the stability of his Ii Fe situation, the nature of the shooting 
and the support system available to the officer. 
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Given the similarity between the symptoms and the 
conditions necessary for the development of the combat 
stress reaction and post-shooting trauma, the application 
of principles derived from experience with intervening 
in combat stress seems justified. MangelsdorJ! (/984) 
has pointed out that the application combat stress manage
ment principles has been learned and relearned by armies 
throughout history. Perhaps it is appropriate that police 
psychologists can benefit from this learning. 

PRINCIPLES OF MANAGEMENT 

In managing the impact of combat stress and trauma, 
several principles have been developed that facilitate a 
constructive return to duty and that minimize the long
term disabling impact of combat (Schultheis, 1982). They 
include: 

I. Brevity 
2. Immediacy 
3. Centrality 
4. Expectancy 
5. Proximity 

In reviewing the crisis intervention research relevant to 
combat stress and trauma, MangelsdorJ! (1984) has 
pointed out that these principles have applicability to 
traumas other than combat, including mass casualty man
agement, sea disasters and terrorist operations. Con
sequently, the application of these principles to "post
shooting trauma" seem reasonable. The design of an 
effective and efficient post shooting trauma program 
needs to consider the implication of: 
Brevity - intervention should be short-term, focused on 
supporting officen; during the time of crisis and focused 
on returning them to the field at the earliest possible time. 
Immediacy - intervention should be begun as soon after 
the trauma as possible so as to provide officers a way of 
understanding the experience in the most constructive 
way and before they solidify their thinking about the 
event in maladaptive and self-critical ways. 
Centrality - intervention should be centralized to pro
vide for the most efficient and effective use of time and 
resources. This is important in both the issue of 
immediacy and proximity because a centralized response 
team will provide more immediate responses, closer to 
the actual location. 



Expectancy - intervention should convey to officers 
from the first interaction an expectation that the officer 
acted properly, can manage the situation and will be 
returning to duty soon. 
Proximity - intervention should occur as close to the 
shooting as possible to maximize the desensitization of 
officers to any possible trauma. 

PROFESSIONAL SUPPORT 

The following section outlines a sequential program 
for supporting ofticers who experience the impact of 
"post-shooting trauma". Solomo/l (J 984) has suggested 
three phases through which officers pass in their adjust
ment to trauma: shock, impact and resolution. The shock 
phase lasts from 24 to 48 hours after the incident. While 
the impact of a shooting can last for years but it is gen
erally felt within the first six weeks. Resolution of the 
shooting can take six months to two years. A professional 
support system which would make an efficient use of 

Table 1. STAGES IN A PROFESSIONAL POST-SHOOTING 
TRAUMA PROGRAM. 

SU/ge Respo/lsibility of Professio//al 

Incident Called to Scene 
I) View scene and event 
2) Contact officer 
3) Make initial evaluation 

(I Hour) 

Investigation Available to Officer 
I) Review emotional 
2) Providesupport 

(2 Hours) 

48 Hours After A vailnble to: 
the Event I) Re-evaluate as shock abates 

2) Cognitive restructuring 
3) Systematic desensitiz.ation 
4) Recommendation Re: 

Return (0 Duty (11j~ Hours) 

One Week to On Call: 
Six Weeks 1) Allowventilntion 

2) Cognitive restructuring 
3) Desensitization 

(1-4 HOllrs) 

Six Weeks Available to Orlicer: 
I) Follow-up evaluation 
2) In-vivo desensitization 

(2 Hours) 

Six Month~ Follow-up interview 
I) Evaluation (I Hour) 

Pril/ciple 

Immediacy 
Proximity 
Brevity 
Centrality 

Immediacy 
Proximity 
Brevity 
Expectancy 

Brevity 
Centrality 
Expectancy 
Proximity 

Brevity 
Expectation 
Simplicity 

Brevity 
Proximity 
Expectancy 

Brevity 
Expectuncy 

TOTAL TIME=6 Hours to 10 1·lour~: depending on time needed by 
officer between weeks 1-6. 
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manpower and which would integrate the crisis interven
tion principles discussed above with an understanding of 
this sequential reaction. 

Table I presents the major stages in providing support 
for officers involved in traumas (Column I), the role of 
the professional (Column 2) at each stage of the program 
and principles relevant to each stage (Column 3). 

STAGE 1: Incident 

The principles of proximity and immediacy require that 
the professional establish contact with the officer in
volved in a shooting at the time of the incident. Being 
available as soon after the incident as possible provides 
the counselor an opportunity to view the scene and to 
review the events on the location - information is gained 
which will allow for the building of desensitization hierar
chies (Wo/pe, 1958) at a later time. In addition, the 
professional can make initial contact with the officer, 
giving the officer an opportunity to talk about the incident 
on location - a procedure that begins the desensitization 
process. The professional can begin the process of 
evaluating the emotional impact of the trauma; shortening 
the intervention process and supporting the principles of 
brevity. The principle of centrality is served by having 
the counseling system provide support in the community 
in which it occurred rather than referring the officer to 
a clinic or office in another part of town. Finally, greater 
credibility can be achieved by the professional who is 
willing to "make the scene", working the same difficult 
hours as the ofncers. 

STAGE 11: Investigation 

A frequent stressor for officers involv"d in shootings 
is the internal investigation requ ired by most departments 
(Eisenberg, 1974). The availability of the professional 
during the investigation integrates several principles of 
trauma intervention into the counseling program. The 
availability of the counselors during this time meets the 
requirements of immediacy and proximity. Support can 
be provided during the stress of the investigation by brief·, 
ing of an officer during the stress of the investigation. 
The briefing of an ofl1cer during this period about tht: 
emotional impact of shootings on police, about the pro
cedures of the investigation, about the emotional impact 
of delays in the investigation on officers and about the 
services available from the professional can set the expec
tatiolls of the officer about the interest of the professional 
in him, in the normal nature oj' emotional reactions to 
traumatic situation, in his own capacity to deal with the 
up-coming stress and in the belief that the officer will 
be returning to full tlay in the shortest possible time. The 



principle of brevity is met because intervention at the 
stage is short-term and expectations which wil! lead to 
less need for long-term counseling than if the officer is 
allowed time to ruminate on questions he may have about 
the justness of his decisions. Again, centrality is served 
because no across town referral is utilized. 

STAGE III: Forty-Eight Hour Follow-Up 

In the sequential analysis of the impact of "Post Shoot
ing Trauma", Solomon (1984) has suggested that the 
Shock Phase lasts from 24 to 48 hours after the incident. 
Follow-up by a professional two days after the incident 
provides the officer another opportunity to discuss his 
feelings in a non-critical and non-threatening environ
ment. It allows the professional time to evaluate the im
pact of the shooting on the officer and to make decisions 
about the need for formalized relaxation training, for the 
development of a desensitization program and for the 
need for restructuring the officers perception of the shoot
ing. Again, the principle of immediacy is involved, be
cause of the short time between the incident and the 
counseling session and because a forty-eight hour follow
up is likely to come at a time that is critical to the officer; 
as the shock wears off. The principle of brevity is in
volved because the intervention is limited to one hour. 
The principle of proximity is involved because a desen
sitization hierarchy requires that the oftlcer place himself 
back in the event of his imagination while systematically 
relaxing. Finally, the principle of expectancy is involved 
because the officers to shootings and with the message 
that he/she can regain control their functioning. 

STAGE IV: One Week To Six Week Follow-Up 

Solomon (1984) has pointed out that the impact stage 
of "post shooting trauma" begins after approximately 48 
hours and can last from six to eight weeks. A one week 
to six week follow-up, initiated by the officer can allow 
him/her to express his/her feelings about departmental 
management of his case and his/her concerns about the 
rightness of the shooting. It provides an opportunity for 
the professional to explore the beliefs the officer holds 
about the shooting, to help guide him/her to a more 
rational interpretation of events, to evaluate the presents 
or absence of frequent emotional rea~tions and to reassure 
the officer that the symptoms he/she is experiencing are 
normal reactions. It conforms to the principles of brevity, 
expectancy and simplicity because it is time limited, pro
vides an alternate interpretation of events that reassure 
the officer and provides a step by step method of teaching 
officers to restructure their interpretation of events. It 
demonstrates interest and support but it reinforces the 
expectation that the officer that he/she can manage the 

incident by allowing the officer the option of deciding 
for himself when or if intervention is necessary. 

STAGE V: Six Week Follow-Up 

A six week follow-up allow the professional to evaluate 
the officers progress in accepting the incident, his/her 
emotional reaction to the incident and to his/her vulnera
bility. It provides the professional an opportunity to 
evaluate the officer's comfort with the incident by giving 
the counselor the chance to return with the officer to the 
scene of the incident, to monitor non-verbal signs of 
anxiety and to coach the officer in systematic relaxation 
techniques at the scene. The principles of brevity and 
simplicity are applicable in that the intervention is limited 
to an hour and it involves the use of easily learned skills 
which the officer can use. Proximity is applicable because 
this stage requires the officer to return to the actual scene 
of the incident while practicing deep muscle relaxation 
techniques. 

STAGE VI: Six Month Follow-Up 

An evaluation by a professional at six months provides 
the opportunity for the evaluation.:of the officers progress 
in accepting and resolving the s1100ting experience. It 
provides protection against liability and it provides a 
quality control check. 
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The total amount of time involved in the resolution of 
a traumatic situation will vary from case to case 
depending on the personality of the officer involved, the 
seriousness of the incident and the other support systems 
in the officers life (Stratton, 1983). However, the model 
outlined ::lbove, utilizing the principles of crisis manage
ment developed in combat promises to reduce the amount 
of professional time necessary to support an officer after 
a traumatic incident. As outlined, the amount of time 
required for intervention would be approximately six 
hours of professional time. 

Finally, the effective intervention of mental health pro
fessionals in combat stress and crisis management has 
amply demonstrated the utility of these principles in 
helping resolve the emotional impact of psychological 
trauma in a wide range of events (Mangelsdorff, 1984). 
It is incumbent upon psychoiogists as the mental health 
professional most involved with police departments to 
utilize the lessons learned in similar situations to provide 
the best possible service to the people who do police 
work. 
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· '\ 
UNDERSTANDING AND ASSESSING TRAUMATIC STRESS REACTIONS 

Eric Nielsen, D.S.W. 

In recent years the concepts of stress and stress related 
disorders have gained a good deal of attention within the 
law enforcement community. Stress has now become an 
everyday word in the vocabulary of most officers. This 
focusing of attention has, at times, given rise to the 
mistaken belief that psychological problems experienced 
by officers are always the result of severe or chronic 
stress. Such an oversimplitication is ill founded; how~ 
ever, it is the case that officers are more likely to experi
ence certain traumatic incidents in higher proportions 
than civilian populations. This frequently leads to the 
debilitating symptoms associated with gross stress reac
tions. 

The DSM III (1980) identifies the above reactions as 
Post- Traumatic Stress Disorders. The essential features 
of the stres!.ot: capable of creating this &yndrome is that 
such an event would produce signiticant symptoms in 
most people and that the event is one which is outside 
the common life experiences of most people. Such events 
as accidents, assaults, man-made and natural disasters, 
and shootings are events in which police officers more 
readily find themselves than the average citizen. Mental 
health professionals working with law enforcement 
officers should then understand these reactions and be 
capable of adequately diagnosing and treating officers 
who may be afflicted with these symptoms. 

Nature of Gross Stress Reactions 

To adequately understand Post-Traumatic Stress Dis
order it is useful to be familiar with the literture regarding 
psychological trauma. Several authors have Identified 
that a key element in the stressful event is threatened 
survival of the patient (Hocking, 1970), (Shafall, 1978, 
Grinker & Spiegel. 1945, and Freud, 1921). Under these 
circumstances an individual may be forced to accept his 
own mortality and fallibility. Lazarus (1966) suggests 
that another key clement contributing to the intensity of 
the situation is the degree of disruption of the individual's 
well established personal and/or social values. Situations 
wherein the individual must act contrary to his personal 
beliefs 01' is involved in behavior which is markcdly 
deviant from his socially accepted norm mny be perceived 
as extremely stressful and initiate the Onhet of symptoms. 

Other investigators have noted the role of loss and 
sudden death as being instrumental in initiating traumatic 
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reactions (Epperson, 1977), (Lindemann, 1944). The loss 
of one's own physical abilities through injury or losses 
derived from the sudden, unexpected death of a friend 
or peer may easily tip the homeostatic balance for many 
officers. 

A fourth element which is typically less relevant to 
police situations are the effects of sleep and nutritional 
deprivation. These factors appear to complicate and 
exacerbate combat stress reactions previously iderlCitied 
in soldiers and prisoners of war (Hocking, 1970). 

In summary then, the important factors that determine 
the trauma value of the incident include the following: 

1. The event will typically be sudden and to a large 
degree unexpected. 

2. The event may result in a serious threat to the 
officer's existence and well-being. 

3. The event may include an element of loss such as 
the loss of a partner or loss of a physical ability. 

4. There may be an element of disruption of the 
officer's values or assumptions about his environment or 
those who live in it. 

The clinic .. 1 descriptions of these reactions vary consid
erably depending upon the phase of the reaction. Tyhurst 
(1958) usefully divides the syndrome into three phases. 
The initial phase, referred to as the impact phase, begins 
with the onset of the incident stressor and continues until 
that stressor no longer exerts any direct effect. This could 
last a few minutes to several days. During this time the 
oficer's orientation is largely focused upon the present. 

A somewhat more extended impact phase is frequently 
found in the stressful event of a police shooting. In such 
situations the officer may remain involved in recounting 
the details of the shooting to a number of investigators 
and boards, be suspended from duty for a period of days, 
a~d even be subjected to repetitive intrusions into his 
private life by news media and/or attorneys. In this type 
of situation the impact phase may easily be extended for 
a period of a week or longer. During the impact phase 
the officer will typically go about his duties and functions 
in a somewhat stunned and bewildered fashion, with a 
narrowing of his field of attention. isolation of his emo
tions, and u kind of automatic behavior pattern. These 
symptoms have been frequently reported by officers who 
have been involved in shooting incidents. A study of 
shooting reactions revealed tht 24% of the officers 
reported automatic responses during the impact phase 



(Nielsell. 1980). 

Such statements as hI wasn't even thinking about it. ... r 
just kept doing things", and, "I was aware of what was 
happening but it was so automatic it was like it wasn't 
me", are illustrations of this symptom. The lack of per
sonal volition and relative absence of affect are generally 
the result of the employment of the defenses of isolation 
of affect with a resulting numbing of experience and 
regression in which the officer may return to an earlier 
behavior pattern which include:;s compliance. Through 
this compliant attitude his mind attempts to develop a 
sense of security and safety by protecting himself from 
threat by being "good" and compliant. 

Narrowing of attention typically is manifested through 
distortions in perception which were reported by 76% of 
the officers in the Nielsen study. Most officers reported 
experiencing the traumatic event in slow motion while 
43% reported tunnel vision. Another 27% reported 
auditory blocking or selectively hearing what was hap
pening at the time. 

While these symptoms may be expected as a "normal" 
response to a sudden and overwhelmingly stressful event, 
they may persist in some form after the impact has sub
sided, This occurs most frequently when subsequent 
stresses complicate and further tax the individual's coping 
resources, i.e., subsequent criminal or civil action 
initiated against the shooting officer and particularly in 
an officer who may have specific ego vulnerabilities or 
generalized ego weakness. 

The second phase Tyhurst refers to as the period of 
recoil. It begins with the reduction or removal of the 
impact stress and lasts approximately to the point when 
the officer's life takes up its routine existence once again. 
This period can vary from a few days to several weeks. 
His thoughts will tend to be focused on the immediate 
future. Ofticers will have a significant need to abreact 
the experience and through repetitive and even compul
~ive recounting of the event attempt to master and incor
porate the experience. During this time mild regression 
coupled with accentuated dependency needs often creates 
un emotional climate in which the officer is more malle
able and, therefore, hyperreactive to significant others 
in his life. In support of this phenomena the post shooting 
study data indicate that the officer's focus of attention 
after the shooting incident (after return to duty) was on 
the reactions of his peers, supervisors, wife, family. 
press, and non-police friends. It is interesting (0 note that 
while 85% indicated that they talked about the incident 
and their reactions primarily with officers. 41 % also indi· 
eated thal ntlwr officers were their primary source of 
aggruvalion. From both u treatment and prevention point 
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of view the fact that officers in this phase will tend to 
seek emotional support and direction from other officers 
(the results of which may often be negative) indicates 
that peer counseling approaches may be of partieular use 
and importance in such cases (Nielsen, Eskridge 1982). 

The third phase, which is characterized as the post
traumatic period, begins with the return to the stability 
of routine days. It is often in this phase that the full 
impact of the event will be felt and considered in light 
of a full-time perspective: past, present and future. The 
officer is now confronted the the irreversible alterations 
in his life. He may have periodic episodes of depression, 
anxiety, and/or insomnia. Additionally, it is common for 
the individual to experience recurring dreams and waking 
thought intrusions regarding the trauma. Those officers 
who have di fficulty mastering and incorporating the 
experience into their self-definitions may continue to 
experience a combination of symptoms including those 
from impact and recoil phase as well as exacerbation of 
premorbid personality traits and problems. 

Treatment Implications 

Whenever considering or undertaking treatment of of
ficers who have been involved in serious crises, it is 
important to assess the premorbid functioning of the in
dividual. This provides: I} 11 baseline against which to 
compare treatment progress, and 2) an assessment of his 
ego strengths and weaknesses which have direct implica
tions for treatability and prognosis. 

Officers whose premorbid functioning c1eurly de
monstrates psychopathological trends will be Icss capable 
of devoting adequate coping resourc,'s to the crisis ('vent. 
FlIr1her, those ensuring symptoms may be less related to 
the current precipitating crisis than to the pathological 
processes already tIt work in his psychological economy. 
Oflicers with a clear history of depression, alcoholism, 
and relationship difficulties are substantially more at risk 
to develop pathological outcomes. The preexistence of 
these problems may well indicate the need of more exten
sive and longer term treatment approaches. 

The general ego strengths that the officer possesses 
may be useful in both assessing his treatability and in 
selecting a treatmcnt approach. Situations in which reality 
is distorted, regulation of drives impaired, or thought 
processes are seriously impaired may be cases in which 
the officer would typically be considered for hospitaliza
tion. This is a typical, however, as most officers seem 
to continue to function on a relatively satisfactory basis 
after a traumatic event. Such factors as object relations 
have clcar importance. as the ability to form and sustain 



relationship with others has implications not only for 
psy(:hotherapy but for the usefulness of peer support. 
Officers with a past history of marginal success at mas
tering environmental stresses will have fewer positive 
coping resources upon which to rely. Further, they often 
carry more pes~imistic psychological sets about their per
sonal ability to alter the COUfse of events. The nature of 
the officer's defensive functioning also has implications 
for his treatability. Rigid emploYI11l!nt of more primitive 
defenses such as denial and projection may inhibit the 
ability of the ofticer to master the e:'lpcricncc and further 
reduce the likelihood of hb accepting any psychological 
assistance. 

It is alway!> important to realize that some pronounced 
symptomatology is likely after the impact of any trauma
tic incident. Differentiating these "normal" reactions 
from pathological reactions may be accompl ishcd by con
sidering the duration of the symptoms. When symptoms 
of !>leeping disturbance, anxiety, depression, fatigue or 
general irritability persist consistently beyond the recoil 
phase. it should be a signal indicating the appropriateness 
for psychological intervention. Further, lllany situations 
may develop wherein the officer. who is employing his 
usual psychologkal resources in efforts to cope, sustains 
subsequent stresses such as suspension from duty, attack 
by the press or perhnps develop!> a chronic impairment 
due to an injury. Subsequent stress complicates the adjust
ment picture and can tax an already overloaded coping 
system. 

It is also relevant to assess the uegrce to which the 
officer uses his naturall>ocial support system. An officer 
who is sociaJly isolated may have little to rely upon while 
an officer who has a healthy support system may fail to 
use it because of depression. lethargy or social irritability. 
It seems generally prcfemble to usc these natural coping 
systems before, or at least in conjunction with. any 
psychologJeul interventions. The degree to which an ()r~ 

flcer engages with his peers and benefits from this emo~ 
tional ~upp()rt may preclude the need for further interven
tion. 

An analysis or po~t truumatk stress dborders reveals 
three general typologies and attendant treatment ap~ 

proaches. In the mel'lt favorable of sitllati()n~ the officer 
may well experience marked symptoms during the impact 
phase but avail hhnself of opportunities to abreact and 
intellectually master the experience through hi~ contact 
with friends. family. and peer~. In such situutiolls the 
officer may experience occasional thought intrusions, 
brief depres\ive symptoms, and/or periods of mild anx
iety coupled with sleeping disruptions. Thesc symptoms 
are typically of shOl't duration and dissipate during the 
post-traumatic phase. Peer support without professionnl 
intervention is probably mosl appropriate and lIseful in 
this case. 
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The second type of reaction is that in which the iden
tified officer continues to function adequately but with 
the persistence of certain symptoms which result in sub
jective discomfort. These officers are the ones who have 
maintained relationships during the recoil and post
traumatic phase and have shown no marked problems in 
their premorbid adjustment. Under these conditions the 
officer may be an appropriate candidate for a short term 
or crisis intervention approach to treatment. Treatment 
goals would be geared toward symptom reduction. resto
mtion of past coping mechanisms, and an intellectual 
understanding of how the impact of the event has affected 
the ofl1cer. Where possible. this may be coupled with 
peer support approaches. 

The third type of reaction frequently encountered is 
best characterized as the exacerbation of an existing con
dition through n trauma. These officers typically show a 
poor pr\!morbid adjustment. This marginal adjustment 
may have been indicated by a preexisting psychological 
problem andlor general ego weakness revealed by a mar
ginal ndaptation. Officers in this type of reaction may 
deny the need for treatment or initially accept it only as 
"crisis counseling." The therapeutic task in situations is 
to achieve some degree of a positive relationship with 
the officer while focusing on the crisis situation. Over 
time the ofticer may be assisted in recognizing the 
preexisting problems and how they negatively influence 
his life. In such cases more emphasis would be devoted 
to forging the therapeutic relationship with the officer 
and moving toward an examination of more archaic 
events and processes within the patient. 

It is conceivable, although rare. that the impacting 
event coupled with past problems may be so overwhelm
ing as to usher in the onset of' psychotic symptoms or a 
breakdown in internal regulation and self~control. It has 
been the author's experience that this type of reaction is 
most likely to occur in the officer who relics on a rigid 
()bses~ive personality style. Under pressure the inflexibil
ity of the individual's defensive operations results in a 
kind of pressure cooker reaction with n subsequent disin
tegration of personality. In sllch situations serious suicidal 
thinking <Inti behavior may develop prior to or in combi
IHltion with psychotic fragmellt:dJon. Suspension from 
routine police duties would typically be indicated and in 
somc cases hospitalization may be the initial treatment 
oj' choice. This all thor has been involved in treating of .. 
ficers from several department!> for over 10 years and 
during thnt time has encountered only two cases requiring 
hospitalization. While sLlspension from routine patrol flC" 

tivitic,> muy be indicated for the suicidal or psychotic 
llITic.:l'I'. in the first three cases it is genel'lllly preferable 
10 keep the officer assigned to his usuul duties. This 
allows the officer an opportunity to organize himscl f 
around work. to sustain his self'·e!>tcel11lhrough continued 



successful penooonnance and to allow him contact with 
his fellow officers. 

Case Illustration 

On October 8, 1979, Officer B. F. stopped 
a drunk driver. The driver, a male hispanic, 
was initially complaint but became irrational 
and combative when B. F. indicated that he 
would lock the suspect's vehicle and engage 
the emergency Aashers prior to transporting 
the prisoner. At that point a struggle ensued 
in which the suspect wrestled the officer's 
revolver from him and began shooting athim. 
B. F. retreated to his patrol car in an effort 
to arm himself with the shotgun. As he ran 
around the car he was shot three times before 
he finally engaged his assailant and killed 
him with a blast to the chest. B. F. then 
called for assistance as he was bleeding badly 
from the wounds. He was in shock by the 
time officers and parwllcdics reachcd him. 
The wounds resultcd in a colostomy and it 
was two months before his colon could bc 
reattached 

Because B. F. was in rural part of the state 
he was transferred 40 miles away to a bettcr 
equipped hospital where he convalcsced for 
about three months, alternating between liv
ing at his parent's homc (in the area) and 
visits to the hospital. During this time he had 
minimal contact the the department and his 
fellow officers. He first returned to duty on 
New Ycar's Eve and was placed directly into 
patrol, where he spenlmO!lt of the shift arrest
ing drunk drivers. 

Shortly after his t1rst surgery be bcgan to 
experience symptoms of both sharp and con
tinual pain in and around the incbion near 
his abdomen. Thl' Was so pronounced that 
two separate exploratory surgeries were un· 
dertaken hoping to find foreign matter or 
neuromas. Nothing was found and the pain 
continued. Additionally. he hud become in
crcHsingly withdrawn. irritable. and was ex
periencing sleeping disturbance. Prior w pro
fessional consultation he had bcgun to drink 
excessively. 

B. F. was a sworn officcr in II smull depart
ment in rural Idaho. had worked for one year 
perfornling patrol functions and had com
pleted the State Police Academy only thme 
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days prior to the incident. He has excelled 
at the academy and had high hopes as he 
launched back into work. He Was raised on 
a ranch near the city of his employment. He 
had led a relatively quiet life with only a few 
friends, perferring a small social circle. There 
was no evidence of preexisting psychopathol
ogy and, in fact, he had married ,during the 
period between the shooting and his first men
tal health consultation. 

B. F. was referred by the state insurance 
office which monitors disabilities. At the time 
of the referral he was cooperative in that he 
had suggested to a know ledges evaluating his 
condition that "the pain may be in my head." 
Testing results supported that he was suffer
ing from a chronic depression. He was rela
tively quiet, socially withdrawn, emotionally 
inhibited, and given to self criticism as man
ifested by frequent negative self-references. 
He compluined of the pain and noted that any 
physical exercise or exertion tended to 
exacerbate the pain. Upon further intcrview
ing he revealed that the pain increased when 
he was around "drunks" and "Mexicans." 
This reaction was so pronounced that some 
rellow officers had joked that B. F. could 
reel Mexicans and drunks in his bones. When 
first asked to describe the shooting incident, 
he became noticeably tense and as his de
scription proceeded he showed psychomotor 
and vocal tremors. He reported that he had 
not talked to many people about the incident 
and felt embarrassed and responsible ror what 
he perceived to be H major mismanagement 
of the situation by him. He acknowledged 
that he never considcred that he would kill 
another person and felt that had he managed 
the (Irrest diCferently the suspect would not 
have heen killed nor would he haw been 
injured. 

Treatment was initiated that included con
tact with other officers who had been in
volved in shooting incidents from the Salt 
Lake City Police Traumatic Incident Corps. 
Additiomtlly. 8. F. entered short term 
psychotherapy aimed at examining his values 
Hnd expcctations about killing the suspect and 
his expectations of himself as a police officer. 
B. F. was found to be highly respollsive to 
hypnotic trance and he was also involved in 
a self- hypnosis progrum in which he could 
condition himself at home and thereby reduce 



his anxiety, control his pain, and enhance his 
sleeping. After 10 hours of such therapy B. 
F. was substantially more spontaneous, more 
involved with his peers, sleeping better, and 
subjectively reported feeling better. His pain 
waS essentially gone and he had completed 
an instructors course in self-defense and ar
rest techniques which would have previously 
been impossible due to the pain. 

This case illustrates how serious the post-traumatic 
reaction can be. Even though B. F. had a relatively normal 
development history and lacked premorbid difficulties, 
the trauma was of such proportion as to usher in seriously 
debilitating symptoms in the foml of chronic depression 
and psychogenic pain. The trauma event was sudden, 
unexpected, and incorporated both elements of threat to 
his survival and loss of physical ability. He also waS 
forced to do something that was basically against his 
value system which resulted in a pronounced sense of 
gUilt. 

The potential for secondary gain in this case was mod
erate. By maintaining the pain symptom B. F. could have 
avoided further patrol activities and was being considered 
for retirement. The pain precluded his active involvement 
in arrests and restraining individuals. The more adaptive 
aspects of B. F. 's ego agitated for freedom from the pain 
and pushed for mastery \)\ the experience. By providing 
a self-help technique via hypnosis, B. F. could personalIy 
begin to bring a sense of control into his life. Peer support 
was used to assist him in abreaction and in identifying 
with other officers who had successfully mastered a 
similar experience and were free to candidly discuss their 
feelings. This also provided some modeling of how to 
manage his distressing feelings of guilt at having violated 
his own values and shame because of his perceived failure 
to act competently as an officer. The psychotherapy ses
sions were used to further ubreact und integrute the experi
ence into his psychological representation of himself. 

Typically, the three year persistence of the symptoms 
would be an indication of a less favorable prognosis; 
however, there were several positive factors. B. F. had 
a healthy pre morbid adjustment, a good motivation to 
rid himself of the symptoms, and indications of positive 
coping even though depressed and in pain. as illustrated 
by his abHity to develop and Illaintain a marriage. All or 
these positive factors. coupled with the multiple trcatmcnl 
approach-peer sLlpport, brief psychotherapy. and hyp
notherapy-resulted in a positive outcome. 
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CONCLUSIONS 

Police omcers, perhaps more than persons in other 
occupations, are at risk to experience psychological 
traumas. While there ure a set of symptoms whieh seem 
common and normul to all such trauma reactions, persis
tence of the symptoms, exacerbation of the condition by 
additional stresses und/or the preex.istence of psycholog
ical impairment may result in development of a post 
traumatic stress disorder. 

Police clinicians should be aware of the nature of these 
gross stress reactions and be prepared to intervene effec
tively through psychotherapeutic interventions as weIJ as 
appropriute utilization of peer support. It is always impor
tant to assess the stress reaction and differentially diag
nose which of the three types of reactions is occurring: 

a. Normal stress reaction 
b. Severe stress reaction with heulthy premorbid 

adjustment 
c. Stress reaction with preexisting condition or impair

ment 
A thorough understanding of these reactions may lead 

to more timely intervention on the part of the mental 
health professionul. 
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POST-CONCUSSIONAL SYNDROME: 
A DISABILITY FACTOR IN LAW ENFORCEMENT PERSONNEL 

Bruce T. Reed, Ph.D. 
Blak. Kohls & Reed 

Consultants to Law Enforcement 

INTRODUCTION 

A body of knowledge exists with regard to the stress 
of police work (Bellner, 1982,' Cooper & Grimley, 1983.
Eisenberg, 1975: Hurrell & Kroes, 1975; Kros, 1976: 
Kroes, Margolis & Hurrell, 1974: Goldstein, 1981: 
Ret'ser. 1975: StrattOll, 1977, 1980; Roberts. 1975). As 
noted by these and other authors emplnyment in the law 
enforcement field can lead to a variety of pathological 
health-behavior outcomes with subsequent disability 
(Jacobt', 1975; Kirschmall. 1983.' Richard & Fell, 1975; 
Schwartz & Schwartz, 1975). 

An area of growing concern to psychological/coun
seling service providers to law enforcemenl agencies is 
post-traumatic incident debriefing (B/ok. 1983.' Blak. 
Bellner & Reed. 1983; Kirschman, 1983: Roberts. 1976; 
Wagner, 1979). This type of professional intervention 
followings shootings and violent assaults is utilized in 
order to: 

I. assess the psychological and physical impact of a 
traumatic event on officers involved, 

2 assess the stability of the officer's stress coping 
and problem solving strategies, 

3. provide immediate psychological support to the 
involved officer (i.e .• crisis intervention), 

4. provide a basic understanding of the human stress
response model and explain, briefly, several typical 
psychological and/or physical reactions to intense stress 
so that the officer (and spouse, when available) won't 
be alarmed if they should become manifest, 

S. provide a post-traumatic stress routine which can 
facilitate adtlptive responses to stressful situations (Blak, 
1983,' FJlak, Be/lller & Reed. 1983), and 

6. allow the professional the opportunity to "touch 
base" with the officer at n Intel' points in time in order 
to gauge the resiliency of the officer to the original 
traumatic insult. 

The purpose of this paper is to apprise police 
psychological service providers of a clinical entity which 
may be the result of a traumatic injury-minor head 
injury. with little 01' no period of unconsciousness. This 
type of injury may become a post- concussional syndrome 
which is comprised of mild organic and, sometimes. 
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functional features. This syndrome may impact on an 
officer's intellectual functioning, emotional stability, job 
performance, attention, concentration, memory and 
judgement. rf this post-traumatic clinical entity goes 
undiagnosed and untreated it can have a significantly 
negative effect on the job perfonnance and career of the 
mildly head injured peace officer. 

REVIEW OF THE LITERATURE 

Post-concussional symptoms have been documented 
by scientists and clinicians throughout history. Waltoll 
(1981) noted that the Industrial Revolution produced a 
great many accidental injuries, many of which had per
sistent post-traumatic symptoms. Dupuy/tell (1839) pro
vided early observations on the physical and psycholog
ical consequences of head-injury. RegIer (1879) found 
that an increase in invalidism followed railway accidents 
and, interestingly enough, this connection emerged after 
the passage of the 1871 Compensation Law. Regier was 
a pioneer in espousing that psychological factors stem
ming from the accident influenced the patient's eventual 
outcome. Time-off from work, coupled with the prospect 
of financial reimbursement, were suspected to be con
tributing factors in prolonged convalescence. This view 
received additional support from St/'ll/llpell (1888) who 
WaS concerned with post-traumatic head injury. He intro
duced the notion that head injured patients evidenced 
tendencies towards exaggeration of injuries, especially 
when prospects for financial compensation were availa
ble. 

The tel'lll "traumatic neurosis" was introduced by 
Oppell/wt'm (1892) and included a description of post
traumatic injuries. This new diagnostic category included 
neurological findings that were neither totally functi()nal 
(psychological) nor totally organic. 

The clinical category of "post-concussional syndrollle" 
appears to be credited to Strauss (/Ild Savitsky (1934). 
This symptom constellation included: headache, dizzi
rl!SS, memory impairment, luck or concentration, irriln
bility, easy fatigability, nnxicty. depression and alcohol 
intolerance. 

Symonds (1942) distinguished himself through his 

I . 



observation that individual differences existed within this 
syndrome since there was n variability of post-concussion 
symptoms. In addition, he observed the following: (I) 
delayed headache was not uncommon in this clinical 
group, and (2) symptoms were initially due to cerebral 
dilmage but the manifestation of symptoms were likely 
to be influenced by pre-morbid psychological factors. 
For treatment he advocated the rough equivalent of an 
in-depth medical/psychosocial evaluation along with an 
ongoing observation of the individual at his/her job sta
tion. 

The concept of psychological factors exacerbating 
minor head injury was put forth by Denny-Browl! (/943). 
He postulated that malingering occurred in a small per
centage of this popUlation. Gronwall alld Wrightson 
(/974) provided further support for Symonds' (/942) 
views. They indicated that the post-concussion syndrome 
was initiated by a slight impairment of intellectlJal func
tion due to organic brain damage. As the symptoms of 
intellectual impairment persisted the individual would 
proceed to lose self-confidence and, subsequently, man
ifest more blatant signs of emotional disturbance(s). Emo
tional disturbance may continue long after the signs of 
cognitive deficit have dissipated. 

Gronwall and Wrightson (1974) also noted that some 
patients rapidly recovered from minor concussion and 
were able to return to their normal routines. Patients 
manifesting persistent symptoms fell into two groups: (I) 
those with identifiable physical damage (Le., subdural 
hematomal headaches resulting from vascular, skeletal 
or peripheral nerve damage; post-traumatic hyd
rocephalus) and (2) those exhibiting poor concentration, 
memory deficits, fatigability, irritability, headache and 
objective changes in intellectual function in the absence 
of identifiable physical damage. They noted that the post
.;oncussion syndrome emerged in the latter group since 
symptoms persisted past the expected "normal period" 
of recovery. According to them, this syndrome was influ
enced by organic and psychological factors. 

Rutherford. Merrett and McDonald (1977) and Ruther
ford, Merrett and McDonald (/979) found a similar pat
tern of symptoms. They suggested that: (1) symptoms 
can have an organic or psychological basis, (2) 
psychological factors can either stimulate recovery or 
exacerbate the syptomatology. and (3) symptoms can be 
perpetuated by the combined action of organic and 
psychological factors. 

Rimel, Giordani, Brath, Boll aile/Jane (/98/) assessed 
minor head injury patients at a three month follow-up 
period. A majority of patients complained of headache 
and more than half companied of memory deficits. One 
third of those employed before the accident were sub
sequently unemployed at the three month follow-up. A 
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small number of the patients were noted to have had a 
slightly abnormal neurological examination at the time 
of discharge from the hospital. Despite this, at the three 
month assessment most of the patients scored lower than 
their norm group on a neuropsychological test battery. 
Major problems were identified as cognitive deficits in 
attention, concentration, memory and judgement. For 
some patients, the stress of the injury with subsequent 
emotional stress in response to the symptoms of brain 
dysfunction was a significant factor in their long term 
disability. Litigation and compensation as motivating fac
tors in the exacerbation of symptoms were not 
demonstrated for a majority of the paqents (only 6 of 
424 were involved in litigation at the three month follow
up). 

Additional psychological studies (Dikem & Reitan, 
/977) have found that individuals diagnosed as having 
acute and long-term neuropsychological dysfunction fol
lowing head injury revealed more emotional indicators 
than those without persistent and pronounced dysfunc
tion. Kay, Kerr and Lassman (/97/) held a similar view 
in that post-concussion syndromes were not solely influed 
by severity of head injury. They did find that the syn
drome was more apparent in those individuals sharing a 
common constellation of psycho-social traits. These traits 
were: middle age, married, industrial/injury, semi-skilled 
occupation and some type of prior psychiatric history. 

One further explanation for post-concussion syn
dromes remains to be discussed. Discounting organic and 
psychological factors some researchers have put forth the 
notion that this syndrome is nothing more than malin
gering which h,,!rjs the promise for financial compensa
tion (Miller, /96/,' Cook, /969, 1972). A variation of 
this was found in a small number of patients studies by 
Kelly (/972). At six weeks post-injury symptoms were 
greater in those patients whose injury was blamed on 
their employer or an impersonal entity. By comparison, 
symptoms were less in those blamed themselves, another 
person, or felt that the accident was an act of God. this 
pattern was consistent at the one year follow-up period. 

Four clinical explanations of post-concussion syn
drome have been summarized by Walton (198/). They 
are: 

1. Organic Theory-syndrome is produced by 
physical/structural damage to brain tissue, 
2. Organic/Psychological Theory-organic 
damage and mild impairment of intellectual 
function occurs; symptomatic mani festation 
of damage emerges and persists based upon 
premorbid psychological factors which are 
elicited by current stressors, 
3. Psychological/Neurotic: Tlzeory-sympto
matoll)gy is strictly a result of premorbid 



psychological factors and the absence of 
organic damage, and 
4. Theory of Malingering-no organic basis 
for behavior; individual exaggerates 
symptoms due to prospect for financial com
pensation/gain. 

The clinical category of post-concussional syndrome 
is useful in populations who have experienced a mild 
head injury. However, it is a complex phenomenon which 
presents a great deal of variability in it's manifestations. 
To date, no pathological mechanism provides the sole 
explanation for the presence and persistence of this syn
drome. 

CLINICAL FEATURES OF POST-CONCUSSION 
SYNDROME 

The clinical entity of post-concussion syndrome 
described here is that which occurs without loss of con
sciousness. This does not mean to imply that the indi
vidual has not experienced some degree of contusion or 
laceration of brain tissue. Gilroy and Stirling (1979) noted 
that several immediate effects become manifest following 
a blow to the head. They include: " ... a soreness of the 
scalp, a short period of feeling 'dazed' with mild confu
sion, lightheadedness,'and generalized motor weakness" 
(p. 484). Vomiting and nausea are not uncommon. 

Walton (J 981 ) reported the following symptoms which 
were observed during medical exams upon discharge of 
head injured patients who experienced little or no loss 
of consciousness. They were, in descending order of 
frequency: headache, dizziness, depression, anxiety, 
impairment of concentration, impairment of memory, 
irritability, fatigue, decreased alcohol tolerance and 
blackouts. 

Generally, Walton (J 981) noted that headache and diz
ziness were comparable in frequency, followed by depre
ssion and anxiety. The next symptom constellation 
occurred with approximately equal frequency: impair
ment of concentration, impairment of memory, irritability 
and fatigue. Lower in the rank order of incidence were 
alcohol intolerance and blackouts (the latter being inter
preted as post-traumatic seizures). 

The category of headache was broken down into: (I) 
early onset/persisting and (2) late-acquired headache. 
During a six month follow-up both categories were 
similar in reporting accompanying dizziness, while early 
onset headache cases had continuing complaints of dizzi
ness noted during one- and two year follow-up periods. 
However, the late-onset headache group had a greater 
incidence of depression and anxiety at all of the follow
up periods (six months, one- and two-years) when com
pared to the early onset group. 
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Two interesting differences were noted between these 
groups. First, compensation claims were higher in the 
late-acquired headache group at all of the follow-up 
periods. Walton (1981) suggested that these figures 
"make the case for an organic relationship between injury 
and the late acquired headache difficult to sustain" (p. 
114). Secondly, the late acquired headache group 
revealed a higher incidence of depression and anxiety at 
all of the follow-tip periods. 

A similar finding was established when dizziness (early 
onset vs. late acqu.ired) was compared to headache, depre
ssion and anxiety (i.e., late-acquired dizziness associated 
with higher levels of depression and anxiety during 
follow-up periods). 

ETIOLOGY OF POST-CONCUSSION SYNDROME 

Organic Factors 

Oppenheimer (1968) found microscopic lesions in the 
human brain following head injury (autopsy performed 
after patient died of pneumonia). He attributed these mic
roscopic lesions to accelerations within the brain at the 
time of injury. His discussion is relevant here since a 
cluster of his cases consisted of "clinically trivial" cere
bral injury which resulted in concussion "lasting only a 
few minutes". He suggested that excessive acceleration 
produces a variety of organic damage. Direct impact will 
produce a visible contusion. Tiny contusions can be pro
duced by direct impact or by shearing (brain pressed 
upon the free edge of the tentorium). Small vessels of 
the brain in the impact area may be tom and stretched 
with subsequent hemorrhaging. Similarly, nerve fibers 
may be tom and stretched with no subsequent hemorrage. 
Nerve fibers that cross blood vessels may be tom with 
no disturbance of lhat particular blood vessel. Damage 
of this type was evidenced by" ... Kinked nerve fibers 
on one side, and retraction bulbs and reactive microglial 
cells on the other" (p.303). His summary stated that brain 
damage (Le., "microscopic destructive foci") can be a 
result of head injuries previously thought to be "clinically 
trivial" head injuries. Repeated blows to the head would 
produce cumulative trauma since brain tissue loss and 
loss of intellectual function would occur. Symonds 
(1962), Russell (/974), Lidvall (/975) and Rutherford, 
Merrett and McDol1ald (1977) rcported similar findings 
with rcspect to mild head injury and consequent nerve 
tiber damage. 

Psychological Factors 

As noted earlier, Oppenheim (/889) coined thc term 
"traumatic ncuro:>is". Symonds (1962) stated that ccrtain 



post-acute head injury symptoms were of a "psycholog
ical kind" and included: anxiety, irritability, impaired 
concentration and memory, and fatigability. He stated 
that these symptoms can have a physical basis and are 
related to the individual's personality, attitude in general, 
attitude towards the injury, and the possibility of compen
sation. 

Russell (1974) stated that "a purely physical effect may 
mimic exactly a so-called psychogenic feature" (p. 1315). 
In response, however, Lidvall (1975) concluded that 
psychogenic concepts should not be avoided since emo
tional reactions to the trauma may occur. 

Miller (/961a) presented an interesting discussion on 
the psychological factors in post-acute head injury pa
tients. Psychological reactions were found in patients 
exhibiting the following characteristics: dependency, in 
security, attention/sympathy seeking, and manifesting 
pafanoid ideations. Factors predisposing individuals to 
these reactions included: below average intelligence, past 
history of emotional instability, invalidism, hypochon
driasis, and previolls episodes of prolonged recovery fol
lowing minor injuries. He also noted that "a shiftless 
work record" was an additional predisposing factor. Of 
particular interest were the following observations. 
Neurotic complications were more evident in patients 
having a I;nild head injury without unconsciousness as 
opposed to those having a brief period of unconscious
ness. Neurotic complications were also more common 
in the absence of skull fractures when compared to those 
having a mild head injury with skull fracture. In other 
words, thc incidence of reactions in the post- cOl1eussional 
syndrome was inversely related to mild head injury sev
erity and not necessarily a function of structural changes. 

Additional clinical features noted by Miller (l961a) 
arc worth describing: 

Somctimes the fright of the accident 
merges imperccptibly into continuing com
plaints of nervous symptoms with an anxiety
depressive cast. (p. 922) 

Some symptoms wcre manifested weeks or months after 
the injury. These late-acquired symptoms included: head 
pains, dizziness upon exertion or posture change, restless
ness, impaired concentration, irritability, delayed onset 
or sleep and fitfull sleep. A number of cases also de
velopcd significant depressive illnesses. A subtle adver
sarial and oppositional position may also bc assumcd by 
thc patient. This particular condition was manifested by 
pain complaints, inability to return to full cmployment, 
and denial of symptomatic improvemcnt. In some cases, 
but not all, improvement coincided with i>ctllcmcnt of 
the compcnsation cuse. Miller's (l96Ia,b) observations 
received support from Waf/Oil (1981) in that latc-acquired 
hcadache and dizzincss were associated with higher levels 
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of anxiety and depression when compared to cases of 
immediate/persisting headache and dizziness. 

Miller (1961 b) postulated that "accident neurosis," 
with characteristics of disproportionate disability and 
treatment resistance, occasionally occurs following acci
dents which happen under "emotionally loaded cir
cumstances" without question of financial compensation 
or gain. 

Malingering has been noted to be a determining factor 
in prolonged recovery and treatment resistance, yet Miller 
(1961a,b) and Rimel et at (1981) noted that the number 
of patients in this diagnostic category have been over-es
timated. 

Regarding work issues Gronwall and Wrightoll (1974) 
noted that after a mild head injury many patients feel 
they have sufficiently recovered to warrant a return to 
work. However, many of these patients will experience 
difficulties. Upon return to work a patient may have to 
expend extra effort in order to fully concentrate and attend 
to his/her work, thus inducing fatigue. Simultaneous tasks 
which had been easy to perform during the pre- injury 
period suddenly exceed the patient's post-injury, albeit 
temporary, capacity. The job then becomes a stressor 
and, with it, headache and irritability may emerge. The 
patient's reaction to this disabling condition is sub
sequently influenced by: personality factors, support re
ceived from others in the environment, and understand
ing/explanation given with regard to his/her condition. 
A perpetuation and exacerbation of the symptoms may 
ensue if these features do not facilitate an adequate adjust
ment to the injury. When personality factors interfere 
with coping strategies and problem solving capabilities 
and the person receives neither support from others nor 
adequate explanations for the symptoms of intellectual 
dysfunction a maladaptive response is said to occur. This 
is manifested by post-concussion symptoms becoming 
the post-concussion syndrome. The opposite is also true 
in that patients who are more adaptive, are able to work 
within their limitations, and have sufficient social support 
are noted to be more responsive to professional interven
tion and treatment. Consequently, they may very well 
experience the symptoms without developing the syn
drome. Kelly (1972) noted a similar tendency for exacer
bation of mild head injury symptoms in those patients 
given no explanation, no encouragement and no treatment 
for their condition. 

IMPLICATIONS FOR LAW ENFORCEMENT 

The topic of this article impacts on a number of issues 
for both policc psychological scrvice providers and law 
enforcemcnt agencies: psychological testing/pre-cmploy
ment screcning, post-traumatic-traumatic incident de-



briefing, treatment, disability issues and liability issues. 
As Stratton (1980) and Roberts (1975) noted, 

psychological screening of peace officer candidates can 
be helpful in terms of evaluating an individual's ability 
to deal with stress, handle aggression and hostility, and 
perform in an emotionally stable manner. Additionally, 
psychological screening can identify those candidates 
whose poor/marginal coping styles and problem solving 
strategies will contribute to a somatizing/hypochondriacal 
response process when stressed beyond capacity or in
jured. Reactions to injuries/illnesses/losses can be adap
tive or maladaptive. These are partly overdetermined re
sponses based on premorbid personality factors. Resi
liency, as well as response to treatment, can also be 
determined by premorbid personality factors (Reed, 
1983). These are issues clearly in the realm of the 
psychological testing/pre-screening process and certainly 
relate to an individual's response to injury despite whether 
the injury is to the head/brain or other body part. 

Police psychological service providers should be in
cluded during post-traumatic incident debriefings; espe
cially when shootings or violent assaults occur (Btok, 
1983,. Blak, Benner & Reed, /983). For the mildly head 
injured officer the debriefing should inciude administra
tion of some form of a quick neuropsychological screen
ing instrument in addition to a clinical interview. This 
combination will aid in the early detection of impaired 
intellectual function. This clinical and psychometric in
tervention should be repeated in a serial manner over 
time) in order to determine if residual organic factors are 
apparent and whether poor psychological response to the 
episode is exacerbating the symptoms. 

Treatment factors would be dependent upon the level 
of dysfunction noted, if any. Psychological follow-up 
would aid in the determination of: (I) time off with treat
ment or (2) return to duty (regular or light duty functions). 
Treatment would consist of a clinical focus on psycholog
ical reactions to the injury and cognitive rehabilitation 
of the cognitive deficits, when noted. Decompensation 
of higher cognitive functions would necessitate a more 
thorough assessment. At this point a medical referral for 
further diagnostic work-up should be considered. 

Liability issues are clearly evident in cases where an 
officer is prematurely released back to full-duty while 
experiencing any degree of organic involvement fol
iowing mild head injury. The specific concerns are that 
beside headache and dizziness other common complaints 
include impairment of higher cognitive functions. The 
intact operation of higher cognitive functions is essential 
to peace officer performance. The burden here falls on 
the officer's immediate supervisors. It is their task to 
observe post-injury behavior in all post-traumatic incident 
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cases and ask for consultation from a designated 
psychological service provider in the event that.an officer 
is deviating from his/her behaviorpattems. This i~ critical 
in that the symptoms and syndrome described herein can 
be managed. An appropriate and timely referral and inter
vention at the earliest sign of reduced cognitive ability 
or emotional impairment would limit the number of pos
sible problems that would eventually surface and be to 
the officer's disadvantage. Administrative neglect of pos
sible consequences to mild head injury essentially lays 
the foundation for amplification of the injured officer's 
potential problems, both personally and professionally. 

An undiagnosed and untreated injury, especially one 
that involves organic and psychological factors, can lead 
to a disability. It can equally lead to discipline hearings 
and, possibly, temlination if an officer's behavior fol
lowing mild head injury is not "on track" with proper 
job performance criteria. The reader is referred to the 
section on psychological factors in order to $ee that these 
factors, following head injury, may be the hidden disa
bility which is sometimes mistaken for a disciplinary 
problem. Seemingly psychological reactions following 
mild head injury should not automatically be assumed to 
be acts of cowardice, attention getting, malingering, or 
preparation for a case of workers compensation/disability 
retirement abuse. Neuropsychological and neurological 
research clearly indicate that this may not necessarily be 
the case. This should be of particular concern to law 
enforcement administrators. 

SUMMARY 

Post-Concussional Syndrome is a clinical entity which 
may adversely effect mildly head injured peace officers. 
This group of individuals may not be afforded proper 
evaluation and treatment for the actual, albeit mild, 
deficits which often follow mild head injury. The use of 
police psychological services in the following areas can 
reduce the severity of the post-concussional syndrome: 
psychological testing/pre-employment screening, post
traumatic incident debriefing, treatment, disability deter
mination and liability (negligence) issues. In addition to 
law enforcement personnel and police psychological ser
vice providers these issues are clearly relevant to law 
enforcement administrators. 
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POST-SHOOTING TRAUMATIC REACTIONS: 
A Pilot Study 

RORer M. SOIOIl/OIl, Ph,D. 
Special Agc'lI! Jaml'\ \J. H'ml 

INTRODl'CTlON 

Th~r~ h,l\~ h~..:n num~rou\ article~ on pO\H.\moting 
tr.mtna 111 re~ent ~ear." Th~'i": article!. puhlici/ed many 
or th..: ..:motillnal and phy\ical r~nctlOn.., whIch the par-
lic:ipanh trI \ IIllc:nt inc:id..:nh ... uch as .,hooting,>, may 
have cxp~rt\.'nc..:d dunng anti after the incident .. , DOlen., 
or pre ... elltatilln .. b~ the author .. have been made to help 
educatl' la\\. enhm:~m~nt \,fficer<, 111 thi .. ar~a of vital 
COIll'crn and imp(1rtanc~ Th~ publication ... and pre.,enta
lion ... ar~ m~ant to h~lp ntlkcr ... derive a rational undel'
... tanding oJ emotinnall) tlv~floaded event ...... uch a.., ..,hoot· 
ing", By learning that theIr unexpect~d und uncomfortahle 
r~t\l.:tlOn" during and an~r a .. hooting have b~en .,hared 
by \,.'lluntk·"" other IlITicl'r ... th~ ... ~ 01 ficer ... ar~ hopefully 
bett~r able to llcc~pt their Il\\- n reeling'" and thoughts, 
Th~y ilre addItIOnally rl'lieved or u haunting lJue.,tion they 
"Olll~tlme .. de\doped about their ... antty. whkh arme in 
part bel'at"'\.' they flIt"'llltel'preted their rl'aC!HlO" a., being 
ahnormal I'hh arlkle will focu .. on a group or IX relic
tinn~ ~xpr~ ..... ly e"-perienct.'d by a ... amplt.' of XC> officer ... 
The datil pre'>cntl!d in tahle ... 1·9 \~ere obtatncd during a 
~t.'ril!'" or threl' day pmt · .. hootll1,!! .. emimlh uttemJed hy 
the.,e officer .. , which were luught by Dr. Solomon. Dr, 
Solomon h the department p~ych()l(lgbt for Ihe Colorado 
Spnng!o.. Colorado. Police Department. Special Allellt 
Horn. who l(lined the FBI in 1970. h u.,~ig.ned to the 
Bl!havioral SClenCI! tlnit of the FBI Academy, 

The following. perceptual dislllrtion ... tlnll po;,l,hooting 
J'l!actHHl'" ure addre ..... ed in thi'> .. tully: 

Perceptual Disto('tiol1 

'I'hi ... Illay involvl! an) or nil or the five .,ense.." but 
1110.,t c(lnlln{lnl~ i .. not ked vi..,ually. ulIlhtoril). or in til ... • 
lorted time sen..,c. The perception of time may be greatly 
expanded liUl'! II! a .,hootmg. producing '\Iow motion" 
ll10vclllenh by the partit:ipant~, Orl'icer~ may experience 
mt'ing thought'>. pt'Oce ... ..,in!:! ,>event] thought'> during a 
vcry ... horl jlcriml or lime. which mily make the perception 
of time .. low down. Time t.'an be slowed muny time .. 
()VI.'r. turning a millisecond into several .,eeond!o.. or time 
may llven appro<ll.:h ,tanding ,till. !\ .,hooting that took 
place in -.cvcr.t1 ~cl.'()nd., mil) .,cCrn like a couple of mi· 
nlltes. The 4Iuthllr ... look at the ",low motion perception 
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as an adaptive defense mechanism in that as time i!> 
percelved to !>Iow down. there is more perceived time to 
think and react. As one officer told the authors, "It wa.., 
like I had all the time in the world to Ilteady myself. take 
aim. and take the guy out." Unfortunately. some officer .. 
arc quite frightened by the experienl'e as renectcd in. 
"How come I'm moving 110 sloW'?" C()nver~ely. some 
officer .. perceive the moments of the shooting a'> occur
ring at a fnster than normal speed. 

Visual distortions arc also quite common. An officer 
may experience "tunnel vision," wherein he ('ncuse., on 
one object with such a degree of concentration that all 
peripheral action or objects go unnoticed. Other lllTker'> 
oh.,erve the incident with much greater than nornml vi.,ual 
detail. Time distortion may oecur with or without vbual 
t1i!o.lortion. Auditory distortion!. are eviJenced when an 
officer recounts hi .. gun!!hols a~ sounding like a gren'lue. 
a pop-gun, or even producing no report at all. Sound., 
can he intensified or diminished. At the in~tant of thr~at 
to lile. partner~ muy not hear each other'., 'ihnts or ~h(\ltt .... 
i'acl!ot or paramount importance to any 'iub!'.cquent iuve.,
tl,!!(ItiOt1 of the incident. 

HciJ.:htened Sense of Danger 

O['ficer~ who are 'ihot or observe other olTker., get 
... hot often lo~e their !-Iense of' invindbility and their helie!' 
that "it only happcns to the other guy." Family memher., 
may logically experience greater anxiety about the offic
er'i per.,onal sarety on the job. Even officer ... not ph) skull) 
wounded during the !'.hooting commonly perceive their 
job tt!-> being more dangerolls. sub.,cqucnt to the !m.'idl'nt. 
Startle responses to innocu()u .. sounds or ),ight., IIUI)' occur 
for some time ufter a shooting incident. In our <.,'ol1l:ep, 
tunlizulion. reelingf. or renr und/or coming to grip .. with 
onc's vulnerability are the major dimcn.,ion'i that dell'f' 
mine the ,'>everity or heightened .,en'ie of dnnger. 

Anger 

Anger j., quite c(ltllll1(lniy cxpenel1l:ed and may be 
directed nt more than one ... ouree or turgc,H, OITic:el''' may 
expres.., anger at .,uhject., for rorcing the nlTker., tll ... hollt 
them. 'I'hey mny expres., nnger nt partners for a pel'l.'eivcd 
Jack of hacking ul the .,celle. They may expn;.·",,, unger 



toward peers for callous remarks and may be hostile 
toward superiors or the department for perceived lack of 
support or perceived inappropriate handling of the inves
tigation of the incident. As it is a more acceptable emotion 
to officers, unger substitutes well for any helpless or 
scared feelings experienced as a result of shooting inci
dents. 

Anxiety About Future Situations 

Officers may question their future reactions. Will they 
react too fast, too slow, or not at all? Whether or not 
one will react is a question that may particularly occur 
to officers who endured prolonged investigations or civil 
or criminal court actions resulting from the incident. 

Intruding Thoughts/FI.;shbacks 

A flashback is a thought or memory of the traumatic 
situation with the aSSl .:iated sensory experience. This 
might include seeing it in the mind's eye, hearing it in 
the mind's ear, feeling it again, or perhaps smelling and 
tasting it again. A flashback in this context or by this 
definition can be quite brief and mild or be very intense 
and entail dissociution from reality. The latter reaction 
obviously warrants immediate mental health attention. 
Between the two extremes are an unlimited number or 
reactions and memorics which may bc cued by sights, 
sounds, smells. or other stimuli somehow reminiscent of 
the incident. 

Isolation/Withdrawal 

This is a rather natural step people take during periods 
of trauma dictated readjustment. It may simply result 
from a need for privacy and introspection. On the other 
hand, extreme cases of withdrawal are cause for serious 
conccrn. Such withdruwal may occur for personal 
reasons. but may also occur if shooting involved officers 
perceive criticism by, or a Jack of support from, other 
members of the dcpartment. Any accompanying coldness 
or withholding of feelings by officers around their family 
members may have n chilling effect on these vital inter
personal relationships. 

Emotional Numbing 

The physiological re(lctions of shooting incidents arc 
ukin to the stimulant effects of "uppers." This "high" 
may perllist for Illllny hours after the problclll is resolvcd, 
Correspondingly. after coming down from such a high, 
some emotiol1nl burnout may occur. It may also be 
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likened to the mental, physical and emotional drain 
experienced by athletes after the "big game, .... For offic
ers, who are not collectively known for being emotionally 
open people, this numbing may also entail some resis
tance to letting out emotional reactions to the shooting. 
As in the preceding reaction, officers may state they feel 
they have no warmth. cOl11pnssion. or empathy left in 
them. 

Numbing is often the tirst reaction following a 
traumatic situation. There may be a denial of emotions. 
Hence, numbing can be a psychological defense to dis
tance oneself from heavy. trnumatic emotions. Many 
officers. after a shooting, may say they feci fine. they 
are glad they are alive, and that is all they feel. Later 
on, the emotional impact of the experience cun hit lutrll. 

Sleep Difficulties 

Because it takes time to unwind and come down off 
the previously mentioned "high" produccd by the ~h()()t
ing. it is quite common for ofticcrs to experience dim· 
culty in sleeping for a day Of so after the incident. Sleep 
difficulties can be cxperienced for a longer period of 
timc. with the officer having difficulty in fulling sleep 
or remaining asleep. Anger, unxiety. depression. und 
nightmares may further compound the sleeping difficul
ties. 

Alienation 

Officers who feel unsupported, un['c~()gniled, or unap
preciated mlly become alienated toward the department 
or its members. This nlienation may bc harbored conCur
rently with the perccived IlIck of <,upport or criticism. 
from the departmcnt. although it may not become out
wardly apparent for yeur~ flncr thc inddent. 

Depression 

More C(JOunon (lm(,ng the Jc~, outwllrdly <lggres~jve 
personality types. depression can occur as a reaction to 
traumatic events. Depression i!> quilc respoll'>ive to treut
ment und therefore need only be a temporary proble l11 if 
help is available and sought. FEAR OF LOSS OF CON
TROL: Control is the cornerstone of ofi1cer,,' lives Thcy 
are hired by society for the very purposc or exclt.ising 
control. Offkers may consider being in totnl control of 
their minds, bodies. and lives II prercCJui~ite for pmficient 
performance of their rrofcs'tlOnal uutic". When officers 
begin to doubt their own self control. as a result of reuc
tions during or subsequent to a ~hl)oting, they mny begin 
to question their competcnce. not to mentilln their "anity. 



To learn that their abnormal. unpleasant. and undesired 
reactions to the shooting arc normal. unpleasant. and 
undesired reactions to the shooting are normal and 
common can be a major Mep toward accepting and integ
rating the entire experience. thereby facilitating getting 
on with their jobs and personal lives. 

Problems with Rules, Reguiations, and Authority 

An officer may act out hi~ emotional difficulties with 
a critical incident and project anger at those around him; 
e.g .• fellow officer ... "upervi!.or.,. the system. etc. Such 
recalcitrant behavior may have been totally absent in 
some officer~ prior to the "hooting. However. weeks. 
month!.. or even year.. after the incident. they may surface 
and become more and more prominently vi'iible a~ appa
rent "troublemaker ... ·o 

Nightmares 

Dream., rcnect the ell10t\llIl" \'ve have that have not yet 
been admitted til cnn .. ciou ... ne ... ., anuor contlict., which 
huve not been re .. olved. Arter a critical incident. dreams 
arc qUite oftell related to the lear anu vulnerability which 
Y,ere experienced by the Illtker during. or a~ a re~ult of. 
the jrlcldent. Bee'lu .. e "hootmg experience~ are beyond 
the realm 01 ordinary Iivlllg experience~ for even police 
officer ... they may not e,I',lly be mentally "filed and for
gotten." Although rcpn!~"cd or ... uppre .. scd. ~()me traurna
tit.: expcnence" ,llld thclr a ..... ociatcd effect'; muy start sur
facing in dream .. f·Or c·"lmplc. in .. ecurity. a \\lord disal· 
Im ... etl from the UI1I.:(1I1"CIOU" \ocuhulary or 'iorne police 
officer'i. may re ... e"llt~elf III reculiing dream!'! of a shoot
ing lllcident (n the dream accollnt. however, the nfl1cers' 
gun~ Illay not lire Ilr Illay prove to be Illeffective. A 
myrh,d or unrc.,olved I~"lle" may "llllilurly rewal them· 
sehc., III nl!!hllllan"h drcal1l!-t 

Family Problelll!'. 

It I" little wonder that oflkcr'o experiencing re(l(:tions 
de"crihed III thl., paper y,oukl find the .. e reactions may 
HI~() affect their relationshIp'" with their ~pouses and chil
dren. Spou.,e .. and children Illlty ju..,ttfhlhly al!!o be suffer
ing from their own P0.,L .,hooting reactions lind need 
additjonal help and .,upport 111 order to mljllsl to thi'i new 
reality or hfe Purlmt .... "pou.,es. and children. perhaps 
even more "'I tlmn nrnccr .... lIvc \\<Hh it bdicr thut nothing 
will happen to their officer loved one. Thi~ belief is orten 
.. hnken nnee the ollkcr l~ vvoumled. lind It may be re
plm:ed with th!..' ,I!!C tlill philo..,nphy or living "one duy at 
a IIIlW." TIll' valuc III .,uch it phil(\~()phicullldju~tmcnt h 
that !lfIll.'Cr., itnd tl1l'lr fanllltc., may no longer IiIke each 
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other for granted and may spend more time appreciating 
and nurturing their relationships. 

Mark of Cain 

Particularly. officers who experience guilt over a 
shooting may project this feeling to others. They muy 
also assume others blame or shame them. It is a common 
reaction for people to stare at someone who has been 
invohed in some kind of incident. However. gawking 
by those around the officers may later reinforce a belief 
that "everyone is watching:' Such a perception may read
ily contribute to further isolation and withdrawal by the 
ofticers. 

Alcohol/Drug Abuse 

"Choir Practice" at the local bar is cOlllmonly used by 
omcers to wind down after a work shift. These sessions 
facilitate venting the frustratkms of the joh to supportive 
fellow officers. while sinlllltaneou!.ly enjoying a few 
laughs. Unfortunately. some officers try to drown unac
ceptable feelings and thoughts in the bottom of a bottle. 
thereby creating additional personal and professional 
problems for themselve!!. 

Sexual Difliculties 

Sexual dxsfunction can be a reaction to extrellle stress. 
It is uls(J one of the most difficult reactions for officers 
to accept. share. und seek treatment for. However. left 
unaddressed, this problem will almost certninly create 
additional pressures on the officers. 

Suicidal Thoughts 

Although suicidal thoughts arc not common and are 
even less commonly carried out. officers must use their 
awareness and training in suicide prevention to monitor 
each other after involvement in shootings. Suicidal 
thoughts are indicutive of an officer who is carrying a 
burden and needs help. 

It is easy to sec how the preceding reactions arc, as a 
part of n vicious cycle. often mutuully destructive. It. is 
thercfort: essential that reactions, experienced by shooting 
involved officers be identified and individually addressed 
as part or a successful coping process. Another importunt 
aspect of officer involved shootings is the legal/adminis
trative/investigative uf'ternlllth which Clln compound the 
.,tres,> of' the shooting itself. Very often. the first response 
lin officer has after a shooting .is. "Am I ill (rouble, am 
I going to lose my job. will I be sued, or will they (the 
department) back me'~" We hypotheSize Lhnt the grenter 



the amount or support given to an officer. the les-,: the 
amount of trauma he is likely to experience. Support is 
being broadly defined as recognizing the officer may 
have just undergone a traumatic experience and showing 
concem for the officer as a person. Fellow officers. super
"i~or~. and administrators arc all in a position to support 
an officer, or to second guess and criticize the l.hooting 
.,ituation. The officer can he dealt ''lith impersonally and 
~tl'ictl.y "by the hook" or treated as a human heing who 
iu .. t '\"ent through a traumatic experience. The invesliga
tum can he highly "tre.,,,rul. An officer can be treated 
like a common homicide "u"pect and experience humili
.Ilion and a ... tmng feeling of rejection. 

The Jaw reported highlight important information fe
).!ardmg po.,t· .. hooting reaction .. amI the effect ~upport 
1m'> on trauma. Thl" InfOtnlatlOn need~ to he under~tood 
h\ all Ic\ch of la"" enforcement per~()nnel in order to 
enhance the proper handling of future .,hooting im:ident .. 
ami th .. • iml1hed officer., 

METHOD 

Subjects 

The re.,pllndent., were H6 police (lITicer ... who have 
heen In\olvcd In line-of-duty ~hooting. Each of the 
Ilnl~er., had ... hnt it person, and in a\l ... ituation~ the officer .. 
\H're dc.lred legally and by departmental intemal inve.,
t1g<ltion'> . .'i.v.; wcre II1volved in ratul .,hooting,>. with 
.+7/ i wounding theIr ,>ubjects. 

The respondent ... were officers attending a three Jay 
.,eminar lin po .. H.hootingcritical incident trauma taught 
h~ Dr ~olomon. A total of eight .,eminar~ were taught. 
WIth five of the .,eminar., held in the Denver urea. two 
held In th~ \\e.,tem 'ilope~ or Colorado (Grand Junction 
anu A"pen), and one Puebln. 

Sermnar participant., responded to mailetl announce
ment.,. Hence, it cannot be a~~lJred that the ~ample Wll<.; 

randomly ,>elected. Further . .,ome department'i may have 
... erlt only tho.,e ol'ficer!> who were involved in .,hooting., 
and ""hn were experiencing problem~. However, 
minimillng thi., wetlkne'i"i is the facl that many depart
ment<. sent all their officers who were involved in shoot
ing'>. 

The purpose of the three titlY !-.eminnr was to impart 
Information on post-shootingfcritical incident trnuma, 
ho\l. to cope with It, and how to set up a department 
program. The overall goal wns to fncilitatc a process 
where ofticer'i could talk about their 'iituation'i. their rene
tion'>, ,mti their feelings. 

Table I pre~ents the mean age of respondent'> aL the 
tlnw of their !)hooting lind the al1lounL of time elapscd 
·.m~t.' the .,honlln!! 

386 

Tllhle 1. MEAN AGE OF RESPONDENTS ANI) A~10l'NT 
OF TIME SINCE SHOOTING. 

MEAN AGE<. 
• 6 MONTHS ,mee (h~ ,hU(lltng 
(1·1 H MONTHS 
IS MONTHS·) YI:ARS 
-) YEARS 

QucstionnHirc 

The main purp()~e of the tjue~ti(lI1naire wa!'! to gi\e the 
instructor an Idea or what kind~ of situation .. the .. elllinar 
participant~ expericnced. what kinds of reaction .. they 
experienced, and what their present feelings were ahout 
the incident. the informlltion wa .. uscd to '>tructure the 
prc!.cntutiotl of information anJ to plan "mall [lroUp db· 
cussion. Hence, it ""US more designed to be an aid to the 
inSlrtlctor than a research in .. trument. Anonymity wa~ 
emphaslled. However, anyone who wlInted to mcct with 
thc instructor ~Ilone to talk thing .. over \~a., " .. ked to 
indicate so on the tjue!-otionnaire. 

The qucstionnaire " .. ked respondent .. to dl~ .. crihe the 
situation they were involved in and to check off the type 
of perceptual distortion they may have experienced (timc 
distortion. vi~ual distortion, auditory dhlortion). The-y 
rated on a nve point Likert scale hm\. the inve'ltigation 
or their incident left them feeling (very ncgative and 
unslIpportive to very positive and supportive). They aho 
ruted the amount of support received from fellO\~ officers, 
'>upcrvi<,or .. , and the mlministratinn (almost no ~lIpporl 
to very supportive), Next. respondents wcre asked to rate 
eightecn ... ymptom .. on a five point Likert scalc pertaining 
to sevcrity of the reaction (e.g .. "severely disruptcd my 
life and coping ability" to "mildly dhrupted my lire lind 
coping 'Ibilit)'''), nnd put NiA if they did not expericnce 
thc reaction. Respondents were also asked to indicate 
how long they experienced thc rcactions. Rcspondents 
were lastly asked to ratc how they feci about the incident 
nnw on II five point Likert scnle (from "It bothcr!) I11C 

tremcndously and is causing dirfteulty in my life" 10 •• , 

have lIccepted and resolved it. ('/11 functioning as usual 
i r not bctter than usual"). 

Qucstiunnaire PrcscntHtioll 

The questionnaire wns handed out at the end of the 
nr~t day of the seminar. During the day. post·.,hootingl 
critical incident cactions wcre thoroughly explained in 
tcrms of what Lhcy were. what underlics the renetion. 
and what they may mean. Reacti()n~ were described as 
"normal rcactions to abnormal situations." However. it 
was emphasized that eve('ybody reul'ts differently and Iwt 



everybody will experience a traumatic reaction. It was 
not suggested or expected that they should experience 
the reactions. If they did experience a reaction, or some 
the reactions, it was pointed out that these were normal 
reactions to abnormal situations. In most of the seminars, 
officers who had been involved in a critical incident 
shared their experience with the class and later led a 
small group discussion among class participants. Hence, 
the atmosphere that was strived for was one where it was 
legitimate and natural to experience emotions and reac
tions following a critical incident and O.K. to talk about 
it. 

It is possible that giving the message these are "normal 
reactions to abnormal situations" and having officers 
share their experience with the group may have let officers 
to rate the frequency and intensity ()f reactions higher 
than the reality. However. the fact that they were told 
that everybody is different. not everybody will have a 
reaction, and it was not suggested or expected they have 
a reaction minimizes this possibility. 

When reviewing the detil. it is important to keep the 
scientific limitations of this pilot study in mind. 

RESULTS 

Table 2 presents the mean ratings of each reaction and 
the percentage of respondents who rated symptoms at a 
moderate or above level of severity. The ratings were a 
five point Likert scale. with I being "mildly disrupted 
my life and coping ability," nnd 5 being "severely dis
rupted my life un coping ability." Respondents were 
asked to put NIA if they did not experience the reaction. 
Because questionnaires were given out at the end of the 
first day after reactions were thoroughly talked about, 
there is a good possibility that the respondent's awareness 
to reactions Wat heightened and/or that the discussion 
may have left respondents suggestible to to remembering 
the experiencing of symptoms. To minimize the effects 
of this possible bias, the percentage of ratings were "3" 
(moderate) and nbove arc reported. 

The amollnt of time a reaction was not offered by 
about 20% of the respondents. We have no way of 
knowing who did not respond or why. Therefore, these 
results will not be presented at this time. 

Table 3 shows the percentage of officers who experi
enced perceptual distortions. Perceptunl distortions are 
broken down into time distortion (slow motion, fast 
motion). visual distortion (tunnel vision, heightened 
detail), and auditory distortion (diminished sound, 
heightened sound). 
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Table 2. MEAN ANI) STANDARD DEVIATIONS OF 
REACTION RATINGS, AND PERCENTAGE OF 
RESPONDENTS RATING A REACTION "3" 
AND ABOVE. 

Percentage 
Reactioll Mean S.D. ~3 

t) Heightened scnse of danger 2.5 1.5 58 
2) Anger 2.4 1.8 49 
3) Nightmares 2.4 1.2 34 
4) Isolation/Withdrawal 2.1 \.8 45 
5) Fear and anxiety ubout 

future situations 2. I 1.5 40 
6) Sleep difficulties 2.0 1,8 46 
7) Flashbacks/intruding thoughts 2.0 1.6 44 
81 Emotional numbing 1.9 1.7 43 
9) Depression 1.8 1.7 42 

10) Alienation 1.8 1.7 40 
1 J) GuilVSorrowlRemorse 1.8 1.7 37 
12) Mark of Cain 1.5 1.7 28 
13) Problems with authority figures. 

rules. rcgulations 1.5 1.6 28 
14) Familyproblcms 1.4 1.6 27 
15) Feelings of il1sanitylloss of control 1.3 1.4 23 
16) Sexual Difficulties 0.99 1.6 18 
171 AlcohollDrug Abuse 0.73 \.3 14 
18) Suicidal thoughts 0.62 1.3 II 

Table 3. PERCENTAGE OF OFFICERS EXPERIENCING 
PERCEPTUAL DISTORTIONS. 

Type of PercepllIal Distortion 

TIME DISTORTION 
slow motion 
fast motion 

AUDITORY DISTORTION 
diminished sound 
intensified sound 

VISUAL DISTORTION 
tunnel vision 
heightened detail 

Degree of Trauma Ratings 

Percell/age 

83 
67 
15 

63 
51 
18 

56 
37 
18 

A mean of severity ratings reflects a global measure 
of the degree of severity to trauma. The higher the mean, 
the higher the trauma. Means are of fUliher use to look 
statistically at the relationships with other variables. 
However, clinical utility is another matter. A person 
giving a severe rating for depression and sleep difficulties 
(10 points), a moderate rating for heightened sense of 
danger and fear and anxiety regarding future situations 
(6 points), and a mild rating for anger, alienation, Mark 



of Cain, and alienation would yield a mean of2.5. Hence. 
the mean would reflect a mild to moderate reaction when. 
clinically. the person is experiencing a severe reaction. 
Therefore, for purpose of this pilot study, means as a 
measure of degree of trauma were used for statistical 
purposes to look at relationships with other variables; 
and a more subjective. clinical evaluation was used to 
assess whether a respondent had a mild. moderate or 
severe reaction. 

The decision rules for determining mild. moderate or 
severe reactions were as follows: 

1. Alienation and problems with authority figures 
were not considered because they are perhaps com~ 
pounded by too many external variables such as the legal! 
investigatory aftermath, and prior feelings toward the 
department, supervisors, and the system. Mark of Cain 
was also not included in the assessment since stigma will 
vary with department size and how long the investigation 
lasts and whether there is a civil suit. 

2. A mild reaction was one where ratings were mostly 
in the mild range (lor 2), allowing for one (lr two 
moderate reactions. 

3. A moderate reaction was one when there were three 
or more moderate ratings (3) lasting over one month. 
and/o( when there were severe ratings (4 or 5). lasting 
under three months. 

4. A severe reaction waS one when an ofticer had at 
least two ratings of severe lasting three months or longer. 

5. When the amount of time a reaction was experi
enced was not offered, then a severe reaction was 3 or 
more ratings in the sever range; a moderate reaction was 
3 or more ratings in the moderate range: and a mild 
reaction was everything else. 

It is realized this trauma index is unscientific and based 
on self-report data. with no behavioral anchors to defint.: 
a mild, moderate, or severe reaction, and no behavioral 
Observations to lend accuracy to the self-ratings. Table 
4 presents the percentage of respondents judged to have 
mild, moderate, or severe reactions. 

Tllble 4. PERCENTAGE OF RESPONDENTS HAVING M(LD. 
MOI>ERATI~ OR SEVERE REACTIONS. 

Mild 
37 

Moderate 
35 

Seven' 
28 

Table 5 presents the mean and standard deviation of 
ratings of how officers "feel now" and the percentage of 
officers in each category. The scale varied from "I have 
acceptcd and resolved it. I'm functioning as usual if not 
better than usual." (J) to "Tt bothers me tremcndously 
and is causing dift1culty in my life" (5). 
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Table 5. MEAN ANI> STANDARD DEVIATION 010' HOW 
OFFICERS "FEEL NOW" AND PERCENTAGE OF 
OFFICERS IN EACH CATEGORY. 

Mean 1.9 
Standurd Deviation 0.91 
Have Accepted and Resolved II 41 % 
Mostly Accepted and Resolved It 35% 
Some Aspects BotherMe and Cause a Little Dirficulty in My Life 18% 
Bothers Me Moder.ttc1y and Causes Difficulties in My Life 6% 
Bothers Me Tremendously and Causes Much Difficulty in My Life 0% 

Thus, the average respondent is currently experiencing 
the impact of the shooting at a mild level; and 76% have 
resolved, or mostly resolved, their feelings about their 
situation. 

Support Variables 

Table 6 gives the mean and standard deviations of 
measures of support from fellow officers. supervisors. 
administration. and the investigation. Support was mea~ 
sured on a five point Likert scale. from very supportive 
to almost no support. 

Tahle 6. ~mANS AND STANDARD DEVIATION OF SUI'PORT 
VARIARLES. 

"'1'1/011' 
Ollie-en SlIl'l!n'l.mrs Adllllllislrtllul/I IIIVt'sIlMlltuIII 

M 2.2 2.7 :u 2.8 
sn I I I :I 15 U 

Table 7 gives the percentage of the amount of support 
in each category or the scale for each support reference 
group. 

Tllhle 7. AMOUNT 01<' SUPPORT RECEIVED FROM 
I<'J<;LI.OW OFF'ICERS, SUPJo:RVISORS, ADMiNI· 
STRATION, AND INVESTIGATION. 

FO SUP. ADM. INV. 

Very Supportive 2/l 21 16 22 
MO~tly SupportIve 41 24 20 .11 
Some Support 17 26 14 4 
Uttle Support II 17 22 27 
Almost Nil Support J 12 28 16 

Towl IDO 100 100 100 

Correlations were done between mean lrnuma scores 
and the support variablcs. Table 8 presents the correla
tions between mcan trauma scores nnd the support vari
ables. 



Table 8. CORRELATIONS BETWEEN MEAN TRAUMA 
SCORES AND THE AMOUNT OF SUPPORT OF 
FELLOW OFFICERS, SUPERVISORS, ADMINI
STRATIONS, AND THE INVESTIGATIONS. 

FELLOW 
OFFICERS 

- .24* 

,. R LOll 

SUPER· 
\IISORS 

'·37* 

ADMINI· 
STRATION 

-.23* 

INVESTI
GATION 

.•. 34* 

The specific reaction~ with the largest correlations with 
the amount of support are alienation Hnd pWblems with 
authority, rules. and regulations. and are presented in 
Table 9. A complete con.-clation table will be published 
at a later date. 

----------------_ .. ---
Table 9. CORRELATIONS BETWEEN THE AMOUN'!' OF 

Srl'l'ORT AND ALIENATION. AND PROIlLEMS 
WI1'H Al'THORITY, RliLES AND REGl'ALTIONS. 

FO SUP lo.D:'rf ,/NV 

Ahcnalilln ~2'" .l6** 40** A.~** 

pf(\blcm~ with ,\ulhonty. 
Rule,. Regul;ltl11n\ "IS 4~** ~6** ~!'** 
-~-
F.O. h:llnv. officer., Sl·P. ,up<!IYI~l1r', ADM. - uUll1jnj~lraUl1n. 
[NY . m\c~tlgalllll1, ''is not \lgOlfkiml 
* R'Il:! 
** R· (11 

Table 1 0 pJ'esent~ the correlation .. hetwccn the amount 
of support from each reference group alllJ how po!>itive 
the nffh:cr "feel .. now" ubout the ~h!)Ning situation. 

Taille \(), ('ORREI.ATiONS IIETWI·;F;N 'nn~ St'I'i'ORT 
h\IUAllI.ES AND IJ(WV AN OFFI( E.R 
""":ELS "'lOW", 

.NJon 
IIl'nc 18.\ 

.1~' 

\tl'fR 
H\(IR', 

IlllMI"l 
~TP. \ flO,\ 

{\\-I'SrI 

(i'IT11IY 

h:c:1 "/(\\\ "i:i N~ ''is 

.. R· 01 

DiSCVSSION 

Methodology 

It mu~l be remembered this i~ a pilot study with many 
methodological naws. The main purpose oCthe question· 
nuirc Willi to give tbe in!>lructol' inf\mnation to help plan 
and 'Itructure the seminars. The.! sample 01' officers i!. 
perhaps nN random <;incc rei:\pondent), were partiCipant'> 
In a '>l.!l11inllr on critical lncldent po'it-shCloting truuma. 
The .,ymptom nlt!ng~ are ~elr-report. with no behavioral 
anchor~ uefining what a mild. moderate or severe reaction 

is, and there are no behavioral observations to substantiate 
ratings or severity of trauma. Defil1itions of support were 
broad and general. leaving much of the measure of how 
'f\1uch support an officer fell open to subjectivity and 
personal bias. On the other hand, subjective opinion of 
the officer/respondent and perceived severity of reaction 
and support is important. We cannot discount the discom
fort an officer felt or the self-evaluation of the impact of 
a critical incident on his life. In other words, there is 
much value in measuring officer perceived,reactions. 

The questionnaire was handed out at the end of the 
first day of the three day seminars. Preceding the 
administration of the questionnaire, the reactions were 
thoroughly ctiscussed, with the theme that these are 
nonnal reactions to abnonnal situations. Officers 
involved in shootings shared their experiences. Then par
ticipants broke into small group discussions to talk about 
their experiences. Such preceding discu<;sions could have 
heightened sensitivity to reactions and possibly made 
officers suggestable to remembering their post-shooting 
experience as having encompassed the describl~d reac
tions. On the other hand, such discussion may have 
removed the stigma associated with acknowledging emo
tional rear-tions. Minimizing such a response bias was 
the emplmsb put on telling participants that not everybody 
e:<periences the rr~actions: they were not necessarily sup
pos('d to, or expected to, experience the reactions. How
ever. if they did experience such reactions. they were 
normal reactions to abnormal situations. 

Post-Shooting Reactions 

The percentage of reaction ratings at or above a mod
erate level range from II tn 5R percent. with 10 reactions 
at or above 40 percent. However, mean severity of reac
tions show five reactions above 2,n and no reactions 
above 2.5. Thus, overall. the severity level is relatively 
mild. 

It is important to remember that while a shooting is a 
major emotional event, not all officers involved in such 
u critical incident will experience a traumatic reaction. 
Reactions can VHry considerably. Therefore, it is impor
tant to assess the officer's reaction to a shooting individu
ally to insure that he or she is neither over-supported nor 
under-supported. However. about two out of three will 
have a sign.incant emotional reaction, By using decision 
rules more compatible with clinical utility than means. 
It was estimated thal37~ have mild reactions, 350/(' have 
moderate reactiom;, and 289'" have severe reactions. This 
h. very close to Stratton's (f984) dutu that 35.5% of 
officers involved in shooting situations have mild reac· 
tions, 33.RC7( have mmlerate reactions. and 30.,59', have 
severe reactions. 
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A major question is. what determines who will experi
ence a significant emotional reaction? There are, of 
course, many factors that affect the post-shooting reac
tion. Mike Roberts (1982) states that important factors 
are the approximate of the shL'Oting, the bloodiness of 
the situation, and the reputation of the person shot (e.g .• 
it is easier to handle if the victim was a known criminal 
versus a scared teenager). One's current level of stress, 
current adjustment, and coping ability are other major 
factors (Stratton*). OUf experience has been that the 
degree of an officer's subjective opinion of the "fairness"a 
of the entire incident. Being outnumbered, having a 
limited field of fire due to bystanders, going against a 
shotgun when armed with a revolver. and having to shoot 
someone who points an unloaded gun (unknown to the 
officer) at the officer, are exampies of faetors affecting 
the "fuirness" of the situation. Although these factors 
may be beyond the control of the officer. increased per
ceived unfairness may incre:.lse tht) amount ,,)f anger and 
other reactive emotions of the officer. Another major 
factor is perhaps how vulnerable one feels dUring the 
incident. To the authors. a critic:al incident is an incident 
where one comes face to face with his own vulnerability 
in a life threatening situation. Experiencing extreme fear, 
a lack of control, or a somewhat helpless feeling is quite 
common during a critical incident and may be part of 
reali:dng one's mortality. Thus, many types of situations 
besides shootings can be critical incidents. The fight of 
and for your life, a partner getting hurt. being shot, 
sho0tinp and missing, not nring, or a high speed pursuit 
that ends in tragedy. and countless other events can be 
critical incidents. Oflil:~/S, dispatchers. and friends not 
at the scene of a shoot~j1g may also experience traumatic 
emotional reactions. Our observatioi1<' are that ofi1eers 
who have previously learned to deal with their fear and 
vulnerability or did not feel too vulnerable in their situ
ation do not have as much difficuity after a shooting as 
off1cers who felt vulnerable or experienced tremendous 
fear. The data is consistent with the notion that critical 
incidenUpoSH.ihooting trauma can be conceptualized 
nlong the line~ of realbdng one 'c.; mortality. 

The most frequent and severe reaction is a heightened 
sense of uunger. After a !.hooting. when one Cllmes face 
to face with their mortality, a greater awareness of what 
cun happen often develops. One has to come to grip'i 
with deaiing with raW and basil! fear and realize one is 
vulnerable and can get hurt. 

The second most frequent and severe reaction is angeri 
hate toward the suspect. This anger i., usually something 
Hke, "Ood damn you for putting me in !-.uch a situation." 
Our ob~ervations are that. in many case!-.. underneath the 
anger arc feelings of vulnerability and fear, In other 
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words, the anger perhaps can be verbalized as, "God 
damn you for making me feel so vulnerable." There can 
be much more to anger. The anger, with its roots in 
feelings of vulnerability, can also be projected to 
administration. supervisors, and fellow officers. That is. 
a person in crisis may look for a target to blame the 
situation on in order to avoid feeling vulnerable, at fault, 
or out of control. there are, however. legitimate reasons 
why an officer may be angry at administrators. super
visors, and fellow officers. 

Equal to anger in sewrity of reaction, though less 
frequent, is nightmares. After a critical incident, dream 
themes are quite often ;related to the fear and vulnerability 
which were experienced during. or as a result of, the 
incident. Officers may dream about the incident, or one 
particular aspect orthe incident. Sleep disorders (difficul
ties falling and/or remaining asleep). the third most fre
quent and sixth most severe reaction, can be due to dif
ficulty coming to grips with fear and vulnerability. An 
officer may wake up in the middle of the night and not 
kllOW Whtll woke him up. even though he is experiencing 
"cold sweats," other physiological signs of stres~ situa
tions (e.g .. increased respiration and heart rate), and 
anxiety. [n these situations the omcer may not remember 
dream 109. Such sleep di!>orders are perhaps experienced 
hy officers who arc not yet prepared to, or want to. deal 
with their feelings about the crl'i.:al incident. Sleep dif
ficulties also may result from the officer second gues~ing 
him~elr and worrying about legal. admini<;trative, and 
personal isc,ue outcomes. 

bolationlwithdrawal is the next mo~t frequent and 
severe reaction. This ri!action is not necessarily because 
of experiencing fear and vulnerability. Arter a critical 
incident. an ()fficer may withdraw because he thinks that 
nobody will understand what he is going through and no 
one will care. It can be extremely dIfficult to find Slll11eOne 
with whom to talk· a result of fear of being ridiculed or 
put down. Further. an Mficer may withdra\\· to avoid 
dealing with any more stress (Reiser. J C}84J. 

Fear and anxiety regarding future situation .. i!, the next 
most severe reaction. It i~ only natural that an officer 
following a shooting experience, may wonder what will 
happen the next time. Questions like, "Willl over-react. 
or will r underreac\'.)" are typical. Underneath ~uch ques
tiolls may be feeling~ or f..:ar and vulnerability. An officer 
may be overly cnutiou., and .,elf.doubting following a 
~ho()ting experience. Such feelings are normal and protect 
the officer from being involved tn situations that could 
lead to further tmllma (Reiser, lCJ841. Clinical observu
tion~ show that the officer 'icverely feeling stich fear and 
nnxiety regarding future .,iluation., h an officer h~lving 
difficulty c()rnin~~ to grip!-. with accepting and uealing 



with his fear and vulnerability. However. fear and anxiety 
regarding future situations can also be related to adminis
trative/legal/personal issue aftermath. An officer may 
wonder if it is worth going through such an experience 
again. In other words. the aftennath can compound the 
stress of the incident itself. Not only is the officer dealing 
with personal issues and outcomes. but also with a very 
involved and stressful legal and administrative process. 

Perceptual Distortions 

Perceptual distortions are quite common, with time 
distortion being experienced by 8317" of the respondents, 
aUditory distortions experienced by 67%, and visual dis
tortions experienced by 56%. It is very important that 
officers receive training about perceptual distortions that 
commonly occur during a critical incident. The authors 
have talked to many officers who experienced normal 
perceptual distortions during a critical incident and 
thought they were "gC)ing nut!>." 

Support Variables 

Fellow officers were perceivcd as the mor.,t supportive, 
with 97% of fellow officers being supportive. Supervisors 
were the next most supportive group with 88% perceivcd 
as being ~upportive. The investigation left 84% feeling 
support. The administration was viewed as the lea~t sup
portive group. with 78% offering support. The administ
ration had the highest percentage in the "almost no sup
port" category. Mean ratings follow the same order, with 
fellow officer~ perceived as most supportive and admini~
tation perceived as least ~upp()rtive. 

There appears to be a relationship between amount of 
support provided by the reference groups and severity of 
trauma are negative. Thi~ indicates the more ~upport 
there is, the less the severity of trauma. Correlations are 
only relationships and d() not imply casualty. Other fac
tors may indeed mediate the correlations, such as how 
controversial the shooting was, whether or not a minority 
person Was involved, whether department policy was 
followed, and whether the reputation of other officer is 
involved. For example, controversial shootings tend to 
elicit less support and rei.ult in greater trauma. We can 
note there arc significant relationships between support 
and trauma, with future research being needed to bring 
to light other mediating variables. 

Supervisors have the highest correlation with severity 
or trauma. This may occur because the supervisor is 
usually responsible for securing the scene or a shooting 
and implementing departmental procedures ror the inves
tigation, as well as often serving as personallinison bet
ween the officer and the legal/ndministrutive/investiga-
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tive aftermath. An officer experiencing stress and confu
sion after a shooting is perhaps very sensitive to the way 
he is being treated. The officer m~y react negatively to 
the supervisor's administrative/prol~edural perspective. 
At the same time. a supervisor who takes into account 
the needs of the officer and is sensitlve to the feelings 
of the officer may go a long way toward reducing the 
trauma. The data indicates the supervisor has the largest 
impact on the officer in terms of how much trauma will 
be experienced. 

The investigation has the next highest correlation with 
trauma and is only slightly lower than the supervisor 
correlation. Investigations can be very impe\'sonal and 
can compound the stress of the incident. The nfficer is 
perhap!. read his rights. has his gun taken away, and is 
perhaps isolated alone with nobody checking to see how 
he is doing (which may interfere with the investigation 
by creating another witness). To top it off, a buddy he 
has worked with for years is now interrogating him. Lo 
and behold, he is the prime suspect in a homicide ('ase. 
We have consistently round that such procedures leave 
an officer feeling rejected, isolated, and alienated. An 
investigation is obviously necessary and stressful. for the 
hard questions have to be asked. More stress is added if 
the inve~tigation takes a long time before a decision is 
reached. In the authors' experiences, many officers are 
unprepared for what to expect rrom an investigation, 
together with the reasons underlying procedures, is 
extremely important and has the potential of reducing 
the amount of trauma experienced, 

Fellow officer support is negatively correlated with 
severity of trauma. Officer support, according to the data, 
i~ usually quite high readily available. This may account 
for fellow officer support having a lower correlation with 
trauma (i.e. less variability) than supervisors and the 
investigation. However. there can be negative support 
rrom negative comments ("hot-shot", "killer", "dead 
eye"). vicarious thrill seeking, and second guessing. 
Further, peer pressure not to be scared and to be "macho" 
makes it extremely difficult for officers who have experi
enced a critical incident and experienced great fear and 
feelings of vulnerability. to ventilate with rellow officers 
and seek emotional support. 

The correlation between administrative support and 
trauma, which is significant. closely Jpproximates the 
correlation between fellow officer support and trauma 
and is lower than the correlations between trauma and 
the other two reference groups. Administrators seldom 
have face to face contact with the officer. The officer 
then wonders if they will support him. T()o often. the 
officer is put back on the street the next day and not 
offered administrative leave with pny. There may be no 
leave, OJ' there may be !>lIspension, with or without pay, 



pending investigation. Calling leave "suspension" 
implies the officer was wrong and provides fuel for news
papers sensationalism. Too often, officers are never 
offered counseling services for themselves or their 
families. Although the data show the administration has 
less impact on trauma than the investigation and super
visors~ in our opinion, it has the power to have a major 
positive impact. Face to face supportive communication 
with a high ranking administrator can have a positive 
impact that reduces trauma. An officer should be given 
administrative leave with pay and sent to a knowledgeable 
mental health professional for debriefing (as opposed to 
being given an evaluation with feedback, which may 
make an officer unwilling to discuss his feelings). Coun
seling for the entire family should be made available. 

The reactions that had the largest correlations with the 
amount of support were alienation and problems with 
authority, rules, and regulations. The correlations were 
negative. indicating the more support, the less alienation 
and problems with rules, regulations, and authority. Alie
nation is significantly correlated with all support refer
ence groups and most highly correlated with the administ
ration and the investigation. The investigation, with its 
impersonal ness and the investigation. The investigation, 
with its impersonal ness and tendency to treat the officer 
as a criminal, may be perceived as a personal attack and 
lead to feelings of alienation as well as guilt. An imper
sonal administrative response may lead an officer to think 
the administration does not care. The actions of adminis
trators, whose role it is to view a shooting from a civil 
liability perspective, may be perceived as negative second 
guessing. uncaring, and unnecessary persecution. Reiser, 
(1984), points out such actions may be interpreted in a 
negative, suspicious, or skeptical way. The data indicates 
supervisor actions can increase feelings of' alienation. 
Insensitive responses from supervisors may be perceived 
as another attack from the system. Fellow officers can 
also signi ficantly affect alienation. Perhaps negative com
ments and second guessing increase feelings of aliena
tion. 

Problems with authority, rules, and regulations is most 
strongly correlated with supervisors, and significantly 
correlated with administration and the investigation. 
There is no relationship to fellow officer support. One 
would expect supervisor support to have the strongest 
relationship since the supervisor is the most visible and 
closest authority figure to the offker. A supervisor who 
is sensitive to the needs of the officer, particularly after 
he comes back to the street, can perhaps reduce an 
officer's problems with the system. Officers may want 
to ride around with a fellow officer or take things slowly 
to integrate comfortably back into the system. Problems 
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on the job or bursts of emotionalism may relate to the 
trauma from a shooting. A supervisor has to be sensitive 
to this and not come on "by the book." Supervisors also 
have to be aware that post-shooting traumatic effects can 
be delayed and not show up for six months to a year. 
One would not expect a correlation with fellow officer 
support, since fellow officers have little if anything to 
do with rules and regulations and are not authority figures. 
The investigation and lack of administrative support also 
can lead to problems with "the system" as the officer 
wonders why the system is so impersonal and unsuppor
tive after he has "done his duty." 

The data (Table 9) indicate that how an officer "feels 
now" was only correlated with fellow officer support. 
The "feels now" measure is perhaps a very global long
range measure of perceived recovery. Ninety-two percent 
of the respondents involved in this study had experienced 
their incident at least six months prior to the survey. 
Seventy-six percent had at least eighteen months between 
the incident and the survey. These data support the 
authors' contention that fellow officers are in the best 
position to offer long-tenn emotional support. The 
administration is not set up or equipped to provide long 
term emotional support. The investigation is over quickly 
(ideally), and though supervisors have a big impact on 
the officer, they do not usually relate on a personal level 
on a consistent basis. This points out the importance of 
having a critical incident support team. This team consists 
of officers who have been involved in a critical incident. 
An officer may only feel comfortable talking to other 
officer:. who have "been there." Indeed, a psychologist 
telling an officer that flashbacks and nightmares are 
nonnal reactions to abnormal situations would not have 
as much credibility or impact as a fellow officer saying, 
"I've had nightmares and flashbacks and I'm not crazy; 
and if you are having those experiences, you are not 
crazy either," It is important that critical incident team 
members receive training on the whole gamut of critical 
incident reactions and be comfortable with their own 
experiences. This is not to say team members have to 
have totally resolved their situation; but just feel comfort
able in sharing their experiences and having awareness 
of the impact of their experiences on their lives. Having 
a critical incident support team utilizes peer pressure in 
a constructive manner, giving the message, "It's all right 
to be human and have emotions and talk about it." 
Officers can legitimize perceptual distortions, legitimize 
the emotions felt during the incident, and help each other 
find ways to cope with fear and confrontation of one's 
vulnerability. Dr. Solomon has had extensive success in 
utilizing critical incident support teams. 



RECOMMENDATIONS 

The data suggest that more support will decrease post
shooting trauma, particularly alienation and problems 
with the system. Though we have no data, our observa
tions are that the following steps, which are sensitive to 
the officer's needs as a human being, can go a long way 
toward reducing a stressful aftermath that too often com
pounds the stress of the incident itself. Although the 
purpose of this paper does not include recommending a 
comprehensive program for handling shooting incidents, 
the following checklist includes ideas and actions which 
warrant consideration when shooting incidents occur: 

-Give compassionate response to involved 
officers at the scene. 
-A void judgmental remarks. 
-Provide physical and mental first aid. 
-Remove officer from the crime scene 
(body). 
-Replace officer's revolver. 
-Arrange contact with officer's family and 
provide support. 
-Provide a psychological break for officer 
before detai led interview. 
-Place officer on administrative leave (not 
suspension). 
-Provide mandatory counseling within 1-2 
days 
-Screen incoming telephone calls to the 
officer. 
-Advise employees of basic facts of the inci
dent. 
-Screen office vicarious thrill seekers. 
-Provide independent legal counsel for 
officer. 
-Allow a paced return to duty. 
-Consider the offic:er's interests in media 
releases. 
-Expedite the completion of administrative 
and criminal investigations and advisement 
of the outcomes to the officer. 

CONCLUSION 

It must be remembered that this was a pilot study. 
Results have to be viewed as suggestive, not conclusive. 
The data indicate there is a wide variation in post-shooting 
reactions, with ratings at or above a moderate severity 

rating varying from 11 to 58 percent. About two out of 
three officers involved in a shooting will experience a 
moderate to severe reaction. However, each individual 
is unique and will not react in the same way, and not 
every officer will have a traumatic reaction to a shooting. 
Findings indicate that the more support an officer from 
supervisors and the investigation has the biggest impact 
on the trauma experienced by the officer subsequent to 
the shooting incident. However, fellow officer support 
is most valuable in terms of long-term recoyery. Because 
each officer reacts differently, it is jut as important not 
to over-support as it is not to under .;upport. Each officer 
and situation has to be dealt with on a case to case basis. 
It is important to remember that every officer at the scene 
of a shooting may experience a post-traumatic reaction 
(e.g., the officer who did not shoot, the officer who 
missed, those officers on their way to the scene or arriving 
on scene) and to ensure they have an opportunity to 
receive the support and treatment that may be necessary. 
Further, it is important to make family counseling avail
able, as what affects one member of the family affects 
the entire family. The legal/administrative aftermath can 
compound the stress of the shooting itself and increase 
alienation and problems with nIles, regulations, and au
thority. Carrying out a post-shooting policy that takes 
into account the needs of the officer as a human being 
can go a long way toward reducing trauma. 
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POST-SHOOTING TRAUMA: 
REACTIVE AND PROACTIVE TREATMENT 

S. A. SO/1lodevil/a, Ph.D. 

INTRODUCTION 

In reviewing the literature there seems to be an overdue 
interest in post-shooting trauma and its short-term and 
long-tenn manifestations. Nevertheless, relatively few 
Jaw enforcement agencies incorporate a separate policy 
for the usc of deadly fOIl..':' and even fewer deal with the 
human aspect after an Officer- involved shooting. 

With the incidence of violent crime on the increase, 
Officers are becoming more exposed to situations that 
can frequently lead to serious stress disorders. Nothing 
can be more potcntially destructive to an Officer than 
having to use deadly force in the performance of his/her 
duties. 

As the Police Psychologist for thc Dallas Policc Depart
ment I became awarc of the frcquency with which Offic
ers who came to Psychological Services for therapy or 
counscling relatcd a still present discomfort associated 
with shootings that had takcn place years before. As a 
result, and in conjunction with a Chief from a Patrol 
Division and a Captain from the Trame Division. groups 
of Officers who had been involvcd in shootings as far 
back as fifteen years wcre invited to meet in what they 
ended up calling Emotional Trauma Groups. At the time 
(198 I) there werc cighty six Officcrs in the Departmcnt 
who had been involved in shootings. Fifty two volun
teercd. 

The purpose of the meeting was to solicit information 
from the Officers in order to formulate departmental pol
icy which would serve to reducc post-shooting trauma. 

EMOTlONAL TRAUMA GROUPS RECOMMEN
DATIONS 

The following information was obtaincd and cventually 
used to develop the current dcpartmental standard operat
ing proccdures covering pol icc shootings. 

Companion 

Unanimously, Officcrs fclt It need for a companion to 
the Officer whose primary interest is their needs and 
feelings imml.!diately following the act. This role ii. frc
quently filled by a Sllpcrvi~or or Command Officcr in 
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whom the Ofl1cer has confidence; it is just as frequently 
filled by anothcr Officer, a friend. This function is pcr
formed more often than not by tradition rather than de
sign. The participant~ feel that the companion role ought 
to receive official sanction and that the companion should 
have no other duties. Most group members feel the need 
to ventilate, some prefcl' quiet, but all expressed the need 
for "someone to care about me". 

Removal from Immediate Scene 

The group member~ expressed the need to get away 
from the sights and sounds of thc incident scene for a 
shott time at least. Thcre is usually a span of time between 
the occurrence and the arrival of all the pcrsonnel with 
command or investigative responsibility. During this timc 
span, but again by tradition rather than design, some 
Divisions do remo.,e the Officer(s) involvcd to u secon
dary point or command post that is at Icast a block or 
two away, From this [Joint, thc Officer(s) may be recalled 
for interviews when the necessary personnel have assem
bled. 

Family Welfare 

The fir:,t concern of' thc Officers involved, without 
exccption, is thcir families. £n the midst of aceclerated 
invcstigative activity, a simple but vital courtesy is oftcn 
ovcrlooked The involved Officer nccd,> to at least tele
phone his/hcr family that he/shc is :-afe. Even Officers 
who have heen wounded stated that if' they arc at all 
consciolls they want to be thc ones who call thcir families. 

Rc-asslmmce by the Organization 

There i~ currently no set pattcrn. but there is anced 
of the involved Officer for official rcassurnnce. All the 
participants felt that they did the right thing, thc only 
thing to do; that they werc forced to excrcise an undcsir
able but necessary option. The need is for reassurancc 
from someone in uuthority. There is full realization hy 
the group that reassurance may be only a matter of opin" 
iO/l,Llnd that it may be pre-cmptcd by actions or dccisions 
of othcr authorities. The importancc to the Officer, at 



the time, is: "Someone in authority feels I acted cor
rectly"'. The important factors are timeliness and truthful
ness. 

Access to Attorney 

1t was strongly felt that the Ofticer have his/her attorney 
present if they wish. In the hours following the shooting 
many legal questions race through most Officers' minds. 
Just having the supportive figure of an attorney present 
would help relieve a lot of pressures. 

Shooting Folder 

Maintaining a Shooting Folder by the Division to which 
the Officer belongs ror use by Watch Commanders in 
briefing all Officers as to the facts or an incident can 
reduce rumors to a minimum. This can also promote the 
perception by field Ofncers that they are getting rirst-hand 
information from the organization, as opposed to locker 
room gossip. 

One major benerit to the involved Officer is that by 
the time he/she returns to duty, factual information has 
materially reduced the volume of questions and comments 
from co-workers. This is a critical time for the Ofncer. 
Most of the inquires and comments are sincere and well
meaning, but there are those few vicariotls thrillseckers 
who can impact terribly on the Officer. 

Informntion Flow 

During the process from illcident toward the final judo 
icial and administrative activities, there are intt'rruptions 
in the information now to the involved Of'l'icer. This 
creates a "last one to know" problem for the Officer that 
in some cases may invo\re tinding about the death of a 
suspect from the news media. 

For these reasons it was recommended that the estab
lishment of clear and timely feedback to the Officer was 
highly desirable. 

Media 

The Officer involved needs to know, officially, that 
there is no obligation to respond to the news media; that 
any response is purely voluntnry. 

Replacement Firenl'lll 

Officers felt nwkward, embarntssed, und some even 
fclt judged as guilty when their weapons were seized at 
the scene for ballistics. They recoll11llcndcd that the 
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weapon be kept in the holster until the time they arrived 
downtown. Then, a replacement weapon should be fur
nished. This of course would be waived when there was 
suspicion of criminal activity on the part of the Officer(s). 

Administrative Leave 

All Officers felt that mandatory time after a shooting 
was imperative. After discussion it was recommended 
that a mandatory one day off be given t6 involved Offic
ers. More time was available on the Officers' request as 
well as the opinion of the Psychologist and Commander. 
Officers felt that more than one day would be. lliOre 
stressful than helpful as they needed to "gee b;;ck on the 
horse", 

Psychological Intervention 

It was the opinion of the majority that there is enough 
pressure present right after a shooting incident to add 
more pressure by ordering the Officer(s) to go see the 
Psychologist. As a result, the recommendation of the 
group was that the psychologist contact the Officer(s) 
instead. This would be within 24 hours of the shooting 
and no repoli to the Chief of Police would be made unless 
the Omcer(s) was unable to perform law enforcement 
duties. In these cases the Officer would be given addi
tional administrative leave or, if capable, could work 
inside for the time it took to fully re(!(wer. 

Outcome 

As u result of the Emotion.;! Trauma Groups recom
mendations a Speciul Order was drafted that included 
almost every single recommendation. This order was put 
into effect in 1982 and the process has been working 
with a minimum of problems. A copy; of the Special 
Order will be found on Attachment I. 

II should be noted that since the new program has been 
in effect no Officer who has been involved in a shooting 
has resigned. Also no Officer has had to be prevented 
f'rom coming back to work aftcr the mandatory day off. 
Some have requested ,111 extm day but nonc have 
requested InOH!. Since the new program went into effect 
there have been eighty one shootings. 

In addition to the meeting(s) with the Psychologist 
IJvel'Y Officer involved in a shooting receives material 
that includes some of' the symptoms of post-shooting 
truuma, sOllle <1m) and don'ts, as well as u theological 
explanutiol1 ()f "thou slutll not kill" prepared by one of 
the Police Chaplains. This is done in order to help clarify 
sOllle of the religiously based guilt that is frequent ufter 



exercising deadly force. Thi!. material is included in 
Attachment fl. 

Proactive Treatment 

After developing the program it was obvious that we 
were only halfway into solving the problem. We had a 
successful after-the-fact procedure but we wanted to pre
sent the knowledge obtained from the Emotional Trauma 
Groups to all sworn personnel. In order to accomplish 
this an inservice program was developed and incorporated 
into the semiannual Firearms Training Program (qualifi
cation). During the months of April and May 1982, 1111 
Officers of the Dallas Police Department (2000) were 
exposed to a program dealing with Post-Shooting 
Trauma. Recruit classes at the Police Academy have 
added this course to their Survival Training following 
the Shoot-Don't-Shoot module. Thus all on-board per
sonnel have become familarized with the Post-Shooting 
Trauma Program. 

SUMMARY 

As with other law enforcement stresses, po .. ;t-shooting 
trauma will not be eliminated. However, its impact can 
be made easier to deal with and not as destructive as it 
can be if allowed to take over the lives 01' Officers. 

Although a reactive program is imperative we must 
not forget that alone, it can be only a band-aid solution. 
The program is great enough that it demands a com
prehensive pro~ram that takes into consideration premc
tivity as well as reactivity. 

Most of aH, a program such as this one has to allow 
for the humanness and individuality of the Officers since 
all are going to experience different reactions and will 
need different kind~ of assbtance. 

THOU SHALT NOT KILL 
EXODUS 20: I ~ 

A.-Qul. Fut. 2 pel·s. sing. muse. 
--To murder or be a murderer. 

A cru~hing Homicide. Slay. Kill. 
cf: Gen. 9:6, Deut. 5:17. Ex. 21: 12·14, M/" 5:21 

B. Menning (II' the Verse 

Although !It face vulue in some translations Ihe com
mand seems to ('(lJ'bid killing or any sort, a closer look 
is requir~d to 1I11c1erstnnd God's intended menning, It 
must be understood thut God is not loth/ddin!: (1ft killing. 
As we know, "Man looks (In the outward appeul'lInce 
(action) but God looks nn the heart'" God know .. a man's 
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heart and mind better than he knows it himself. God 
knows a man's need, his hurt, his excitement and his 
intention. 

What does il say? 

The ten commandments arc apodeictic or categ0rical 
commands. In other words they are abrupt and absolute 
commands admitting no mistakes and usually of the nega
tive type. The nation of Israel was a "baby" nation at 
this time and God recognized that this was the only type 
of command they were able to comprehend given their 
own development ancl the newness of their relationship 
with Him. The same situation occurs between us and our 
young children. We recognize that they may be unable 
to understand principles, concepts, and intentions, how
ever, they do understand an absolute command with the 
force of punishment for disobedience. Therefore when 
our children arc young we tell them not to touch or act 
in a particular way without necessarily explaining the 
intendon behind the command. Later on as they grow 
and develop and begin to understand more, our com
mands change to more positive ones with more and more 
rationale and explanation to go with them, So it is with 
God ancl His commands. At this young stage He com
mands men not to murder. However, He docs leave open 
the possibility of accidental killing, self defense killing 
lind killing as a punishment for breaking one of His 
commands (Ex. 21'12·14). II' God forbade all killing. 
then He would not he able to ilnpose the death sentence 
on one who dbobeycd Hi~ law ( 12: 14). On occasion God 
does require u man's life a~ punishment for a crime. 
Therefore we must understand that God differentiates 
between ki lling and murder. 

What does it mel/II:' 

As scripture progresses we begin to see the reason for 
the command. Even as we broaden our exposure of II 

command with our children as they grow, so also God 
explains His command as His people arc able to under
~tand. 

God hLIS created every man in His own image therefore 
every man has some value to God and should have value 
to each other. To murder is to viciously destroy the life 
of O!1~ who is intrinsically valuahle to God. It is wrong 
and n mtln wtll bc punished for it whether in a civil court 
or in God's court. The reason for the absolute command
ments is that life is important and we arc to recognize 
ils desirability hoth for oUI'~elvcs and otliers (Rom. 13:9). 
Murder is not simply the killing of an individual. It is, 
however', a violation of God's command to value the life 
of ilnother. It hegins in the mind and heart ufthe murderer. 
It is the manifestation of hateful intentions (Mt. 5:21). 



This clarification of God's meaning aids in the differen
tiation between murdering and killing. God has made 
pr.!)vision for unintentional killing or self defense killing 
(Ex. ~1:13) He has even given some the responsibility 
to be His tools of judgement on those who disobey Him 
(Rom. 13: I - 7), although His timing for such judgement 
may be different from what we think it should be. Under
standing God's ultimate authority is the key to keeping; 

398 

our actions in proper perspective and built upon founda
tions. 

C. Summary Statement 

Murder begins in the heart with evil intentions. This 
is what God commands men not to do at the risk of death 
by His executors of order on earth or His own direct 
judgement. 



.. TRAUMA DEBRIEFING IN 
THE CHICAGO POLICE .DEPARTMENT 

Marcia Wagner, ACSW 

INTRODUCTION 

It is impossible to predict when a law enforcement 
officer will experience a work-related trauma. Many 
officers go through their entire professional careers 
without facing a life-threatening experience. Should an 
officer have a work-related trauma, however, he will 
remember it as a tour of duty like no other. Unless the 
officer pays attention to his personal feelings after a 
traumatic incident, he is likely to experience delayed 
symptoms. 

The Chicago Police Department operates a program 
to help officers who have traumatic experiences on the 
job. Since 1981, when the program began, between 50 
and 100 officers a year have been exposed to a life
threatening incident such as a fatal shooting, fatal or 
serious accident, or a situation where a police officer 
believes his life to be in danger. These incidents as well 
as those where a police officer actually is killed, are 
traumatic in the sense that they produce intense emotions 
whos effects may linger. 

The purpose of this paper is to describe the Chicago 
Police Department Traumatic Incident Program. the com
ponents of the program include: I) a polky statement or 
department directive that connotes support from "the sy!), 
tern;" 2) a training program for tnose in command at the 
scene uf these incident~, which ensures that a trauma 
will be identified; 3) cooperation from operatioll'; COm
mand-those administrative people who take responsIbility 
for monitoring each officer who has been involved in a 
traumatic incident; 4) the debriefing interview, a coun
seling session designed to help offic'.;rs understand 
traumatic experitlnces so that later symptoms can be pre
vented. 

Definition of' Trauma 1 

In a work-related truu\11atic incident, the police officer 
is usually involved in a fast-moving action. Suddenly a 
surprise or shock will occur. For example, an offender 
expected to lower a gun will raise and point it ut nn 
officer. The officer's response will seem like un impulse. 
There is no time to think and plan; the officel' feels as if 
he is on automatic pilot. Mnny officers describe this as 
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a moment when the observable details of action occur as 
if in slow motion. In fact, the officer is on a high. 
Adrenulin is pumping. and the officer's thoughts and 
feelings are racing. By contrast, the events outside him
self are perceived as if slowed. An officer who has had 
this experience will recall it in vivid detail. 

It is during the few seconds of this apparent slow 
motion that the trauma occurs. It is an extremely emo
tional moment. The al'fective response is so intense that 
an automutic psychological defense occurs to keep these 
emotions out of awareness at this time. This check and 
balunce system is fortunate for the human psyche. If'this 
mechanism did not work so efficiently, the officer would 
be flooded with emotions and would be immobilized 
from further action or made much less effective. 
Nevertheless, after u trauma occurs. the emotions experi
enced at the time press for release. This process may be 
a difficult one for an officer "trained" flot to show feel
ings. 

BACKGROUND 

The seeds for the development of Chicago\ program 
lie in a 1979 disaster debriefing pmgram set up after an 
airline crash occurred in that city. More than 500 Chicago 
polic f! officers were assigned to work at the accident 
:'cene. A detailed description of the debriefing program 
unl! a summary of the material from the debdel1ng groups 
was published in Police Slre,I's.:! 

At this point, it should be noted that therapist huve 
long been involved in helping victims of disasters such 
as floods, fires, and the holocaust. A classification of 
symptoms called Posttrau1l1utic Stress Disorder (PTSD) 
WllS designated to describe the problems of some Vietnam 
Veterans. These symptoms include nightmares, repetitive 
and intrusive thoughtS, visual images, anxiety. irritabil
ity, sleep disturbances. and flashbackh.' These hymptoms 
also crop lip in n police officer who has experienced a 
work-related tmuma. However, although programs and 
therupy for variolls trnumas have bcen provided by private 
prnctitioners, community mcntal health centers, and out
patient psychiatric clinics, the Iitcrature does not specifi
cally address the needs of police ufficers. 

As a result of the 1979 airplanc crash in Chicago, and 



therapists working with officers and their families in 
police department counseling offices. it was noted that 
the beginnings of many personal. marital. and family 
problems could be traced to depression or stress following 
this particular work-related trauma. It became clear that 
shootings and other life· threatening incidents caused 
similar reactions. The Chicago program was designed to 
prevent these symptoms and the disruption of these offic
ers' lives. 

Description of the Program 

As noted above, the Chicago Police Department 
Traumatic Incident Program includes a department direc
tive, a training program, a temporary administrative 
assignment tlnd a psychological debriefing interview. 
These formal procedures nre designed to pay attention to 
the highly individual and human responses to trauma. 
The depnrtment believes that the more fully the formal 
procedures nre implemented nnd accepted, the more the 
infonnal structure~ will be able to benefit the officer. 

The directive c<;tablishing the program defines a 
traumatic incident and outlines a series of procedures to 
be followed after a fatal shooting or other life-threatening 
event. The highest ranking ()fficial at the scene authorizes 
the implementation of the program. In Chicago, this offi· 
cial ordinarily is the Assistant Deputy Superintendent 
(ADS), u ranking orricer available in the field at all times. 
He makes sure that the officer is instructed to make two 
calls during the morning of the next working day. The 
officer I1rst calls an administrative lieutenant in Opera
tions Command. The officer is then "detailcd" to Opera
tions Command so that he does I/O( return to his regular 
dUly assignmcnt on hb next tour of duty. This time otT 
provides an opportunity for rest, relaxation, and time to 
"come down" from the heightened energy level felt during 
the incident. The second plnce the ofticer is told to call 
is the Professional Counseling office. where iI debriefing 
interview is set up. 

A formal department directive ~erves other purpo~.zs. 
It implies administrative support at the highest level (lnd 
requires command level implementation. These cir
cumstances are especially itpportnnt becuuse the succes~ 
of' this program depends on the cooperation of two diffe
rent department bureuu~, Opel1ltiorls (Operations Com
mand) and Administmtive (Professional Counseling). 

During the six-month period thut the progmm was being 
designed, many differences, resistances, experiences, 
and predictions were openly debutcd. Although legal and 
administrative issues were important to policy develop
ment, it was clear that a spirit of caring permeated the 
devclopment of the policy. Without qucstion. this program 

400 

was intended to ensure that any officer involved in a 
traumatic incident would get assistance and support. 

Writing a policy statement wus not enough for the 
program to run smoothly. Training was required to educate 
personnel about trauma and to encourage recognition of 
the need for intervention. Eurly in 19SI, the author met 
individually with all six ADSs for approximately two 
hours euch. Some were cooperative but wary~ Some 
openly expressed discomfort in having to implement the 
program i.e. to label an officer unable to function. Despite 
this resistance. a large number of those involved in 
traumatic incid"nts ended up having debrietlng inter
views. A descriptinn of the cases seen mSring the I1rst 
six months of the ph)gram is summarized in another 
article.4 

The informal truining continued. The author tnlcked 
every incident that might have been tmumatic but. was 
not labeled as such and discus<;cd the criteria used to 
make this judgement. If a trauma was identified but the 
officer resisted the interview. follow-up was undertaken 
to explore what happened. 

Three years later, command people were given addi
tional formaltl·aining. By this time. many new command 
peoplc including a new superintendent had been 
appointed. Since the ADS position was often filled by 
personnel holding ()ther command positions, 80 people 
were trained in groups of 20 each. This relatively small 
number all()w(~d till informtll atmosphere. 

The training ses~ion lasted two to three hours. During 
the first hour. thc following topics were presented; denn
ition of trauma. the truumatic experience itself, purpose 
of the program, the role of' the ADS at the ';cene, the 
needs of the officer at the scenc. Di~cu!><;ion followed 
the formal presentation. It was clear from the diselJssion 
that the second training session benefited from three years 
experience in helping oflicers who had faced truuma. 

The majority of the people in attendance had now 
functioned us commund at these scenes. They were eager 
to di'icus~ cnse'i and experiences they had had with 
truumu. In everj class, there was lIlleast one person who 
had experil~nced a trauma much earlier in his carecr. The 
sharing of personal reactions was quite meaningful and 
enriched the formal teaching material considerably. 

In general, the attitudes about the program had shifted 
drumatically in the three years since the earlier tmining. 
When a comment WllS made to this effcrt after a training 
session. the responsc was, "Of course. three years 1\gO 

this WllS u ncw idea for our people. It tnkes a while to 
get used to new ideas." 

At the prc'iellt time. with rare exception. all officers 
involved in 11 traumatic incident get into the prognlll1. It 
is to be expectcd that many officers would have mixed 



feelings about a psychological debriefing interview. How
ever. the police commanders and administrators are posi
tive. liml and supportive. 

Debriefing Interview 

The purpose of this interview is to provide an oppor
tunity for the onicer to piece together what has happened. 
By the time the interview takes place at least 24-48 hours 
have pas~ed. The officer had had some sleep. He has 
had some personal til11e to relax. There hm, been time 
for the officer\ personal and informal network to begin 
to work. And, the proce~s of integration may have begun 
by itself--i.e. the recurring thoughts about the incident 
may have begun to surface at unexpected times. Either 
these normal stre';s signs have emerged-or the officer has 
spent his personal time structured so as to avoid all 
thoughts and feelings ao()Ut the trauma. Ju~t as there is 
a need to think nbout and share the experience, there 
may be resistam:e to the intense emotion felt during the 
trauma. The officer may tear that the emotion~ will 
emerge if he think" \If talb about the experience while 
relaxed. In any case. it is now time for the debriefing. 

Setting the Stage 

During the inittal phu.,e of the interview. the therapist 
take ... the lead in de~cribing the nature of the trauma 
program. the nature of the debriefing interview. and the 
role~ of the ofJi.:er and [he therapist in the interview 
proce~s. It j<, itnporta It that both the (,mcer and the 
therapist begin with an agreement a~ to the nuture of the 
intervic\v The thempi"t emphasile~ the focus on the 
officer'" per<;llnal thought., and feeling" about the ind
dent. Though material concerning the procedural. 
admini"trative. llndlegal aspects i~ uddres'Ied, this is not 
the primary focu,> of thl.! interview. Confidentiality i~ 
insured; the interview takes plat.:e in an office thut iii 
private lIml ,>epilrate in every way from the traditional 
job environment of the officer. 

Describing the Trnuma 

Once the officer and thc thempi'it agree about the nature 
uf the interview. the thernpist focuses the officer on the 
incident. He i .. encourage to tell the therapist about the 
incident in a step-by-<;tep mtlJlner with a!. much detail as 
he can 1·.'lIlcmbcr. The officer is reminded thal the 
therapi'it d(l(!'1 not read the police reports and is interested 
only in the offker's pcrceptions and oh'iervutions. 

Police officer'; usuully respond to this task qu ite com
fortably. Th('y remember incidents in graphic detail. It 
i~ important Itl the lelling 01' lheineident. however. that 
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the therapist go over and over details so that a very clear 
picture emerges of what the officer has experienced. As 
the officer recalls details, the therapist will b;::gin to 
become aware of the officer's emotional expressions. 
These expressions may take many fom1s; body language 
or changes in voice inflection, for example. Sometimes 
the story may not fit together in that the officer has left 
out highly emotional details or strung the story together 
in an illogical way. The therapist must listen with a "third 
car", but also must be aware of how police officers func
tion in their jobs so that questions can be asked about 
what is not being told. By the lime this section of the 
debrieting is completed, the therapist should have a fairly 
clear idea about whether or not the orticer experienced 
(I trauma and at what point in the experience the trauma 
took place. 

The Actual Debriefing 

The therapist may have to take the lead in shiftir.lg the 
focus from the procedural part of the incident to the 
emotiollal part. Naturally, the therapist would Ilot have 
to take this step if the police officer began to do thili on 
his own. For example. the therapist might ask if thlere 
was a time during the incident when the officer felt that 
everything happened very quickly or in slow motion. Or 
the therapist might ask if there was tl particular piece of 
the incident that carne to mind when the officer W,\lS 

relaxed or trying to sleep or asleep llJld dreaming. 
The therapist might also ask about changes in sleeping, 

eating, or life-style patterns ~ince the incident occurred 
to see if the officer has been affected in some way by 
the elllotional impact on his life. Physical symptoms such 
as headaches, tension-relaled pain in the neck ane shoul
ders and lower back. and elevated blood pressure are all 
signs of stress. 

It is important in this purt of the exploration that the 
therapist remain extremely supportive and make these 
symptoms seem normal. The officer must feel that what 
he is experiencing is similar to what other people have 
cxperienced as a result of liraumatic incidents. Reassur
ance is crucial because police officers are trained very 
carlyon to keep their emotions to thell'lselve~ in a crisis. 
When these emotiolls, (rage. fear, helplessness, for 
exumplc) are intense, they worry that something might 
be wrong with thcm. By reassuring the officer that strong 
emotions arc normal in a traumatic inc idem, the therapist 
allows him to relax enough to get in touch with those 
emotions. 

The mcmories, the rcplays. and often the symptoms 
will givc the therapist clues about the nature oflhe trauma 
and the timing of that trauma during the incident. Judging 
by the interviews conducted thus far. it is not uncommon 



for an officer to experience an extremely intense moment 
of rage or a fear of loss of control or a signal of terror 
during the interview. It is hard to predict beforehand 
what kinds of feelings an officer will have while. reliving 
the trauma. Regardless, the officer always feels relieved 
to become aware of his feelings. However, the therapist 
must remember that not only is the officer's conception 
of himself as a professional police ofticer at stake, but 
hb entire sense of himself is involved insofar as the 
incident may have involved a life-threatening situation. 

If the oflicer has never had these feelings before and 
they \',ere so intense that he cannot accept them, he might 
not be able to comfortably accept their existance. This 
b n very common reaction to n trauma and may take the 
following form: An officer does not traditionally allow 
him~elf the feeling of intense rage in his relationship with 
other p\!ople. However, in an incident where he is con
fronted by an offender who is clearly willing to have his 
own life destroyed and clearly willing to kill anyone 
nearby including the police officers thnt happen to be at 
the scene. the officer feels impotent to stop the offender 
and fru~trated at not being able to change that person's 
hehavior and Hctivitie<;. ThiS ~cenario could produce a 
na<;h of inten~e rage that the officer experiences just 
before !inng hi~ weapon and killing the offender as a 
re<,ult. 

No mailer hov" ju"tified hb behavior, no matter hmv 
'ielr .. proteetive (or protective or the lives of others), no 
malleI' ho'W mllch he i~ congratulated by other police 
()fficer~ for fine worK, no mutter how much a citizen may 
want to thank him und honor him for his bntvery. the 
officer "till may not feel comfortable about what has 
happened. To accept what ha~ happened, the of'lice must 
he aware or :lnd jH,:cept the feeling of rage and !-.hock that 
preCipitated hb lise of fatui force. He must also accept 
u picture ofhim~elr u'> ~omeone who has been responsible 
('or another per<,on·., tleath-even though the circum~tllnces 
were such that it could not have been prevented if the 
officer wanted to live, 

Such u highly dilnger()ll~ .. !llIation i., not u~ually thought 
of a'i heing l\~~()ciated with intense rngc. often because 
the emotion i<, repres.,ed and replaced by stress signs and 
"ymptotl1\. Therefore. to accept his behavior. the oflicer 
IllU.,t accept hi" emotion!!. It is during the. debriefing 
interview that the emotion., the officer experienced arc 
brought to lIwuren/~~" uml rage is IlHlde normal. The rage 
I., explained n~ an extremely intense but normul (logical) 
re"ponse to the kind of .,ituntion he wu~ in. By reliving 
the rage and accepting the worker'., explunatiol1 or it, 
the officer cun make n connection to the symptmm> he 
experienced afterward .... Thi., in tllrn allows the o('(1cel' 
to relax. to let go or the teJ1~i()n he had heen holding to 
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protect himself from this awareness. In short, he has 
accepted (or integrated) the entire experience. He will 
no longer need to believe others have angry or negative 
feelings toward him for what he has done. 

A case example will illustrate the debriefing process 
more fully: 

Ron, now in his forties, has been a police 
officer for 20 years. He is a soft-spoken, 
sensitive officer. One day, while working 
alone, he was make a routine premise check 
when he was suddenly confronted by a man 
holding a butcher knife with an eight-inch 
blade. Backing off from the offender, Ron 
tried to m:tke him drop the knife while also 
trying to avoid getting stabbed. 

They danced down half a block. with the man 
lunging and the police officer retreating. 
Finally, Ron called for help on his police 
radio. Unable to get the offender to drop the 
knife or stop the potentially fatal lunges, he 
lired a shot. Soon other police cars arrived, 
and the offender was surrounded. He dropped 
the knife, fell to the ground, and was taken 
away in an ambulance. 

Ron later said that he was unaware of any 
feelings during the indicidenl. But he found 
that once the offender fell to the ground, his 
own hands began to shake. It wasn't until he 
sat down and had some coffee that he could 
quite them. 

Ron slept poorly for the next two nights. The 
!irst night, he woke up during a dream in 
which he told his father [tbout the incident 
and cried because he didn't want to hurt the 
offender. He also had stomach problems-no 
appetite, gus and had lostall sexual feelings. 

During the interview, Ron remembered 
feeling frightened when the offender lunged 
Ht him with the knife, but he also cried when 
talking about not wanting to hUl1 him. In 20 
years on the job. he hud never fired at anyone. 
Then he recalled an incident in which he was 
taken by surprise in II squad car. 

In the earlier incident, someone had pointed 
a gun at his head, and acting on impulse, he 



grabbed the gun and pointed it elsewhere. 
Afterwards, he had felt tremendous relief-as 
had the offender's family. The offender was 
a drug·crazed teenager from a wealthy home. 

But the more recent incident was upsetting. 
He had shot someone this time, and he won
dered how he would react during the next 
incident. Meanwhile, he had not discussed 
the incident with his wife and children, and 
they were giving him "funny looks". 

It became clear during the interview that Ron 
had not been aware of how angry he was at 
the man with the knife. Here was someone 
who wanted to hurt him for no logical 
reasons-and would not respond to reason. 
The offender had forced Ron to fire his 
weapon to save his own life. It was also clear 
that, instead of accepting his anger. he had 
turned it towtlrd himself (thus the stomach 
problems) and projected it onto others (his 
wife and children's supposedly "funny 
looks"), 

Ron saw the logic in his feelings. He was 
encouraged to talk to his wife and children 
and to check on the condition of the offender. 

One week after the interview, during a 
follow-up phone conversation, Ron said that 
his sleep and stomach problems had stopped 
and his sexual appetite had returned two days 
after had spoken with his wife and learned 
that he had misread her reaction and those of 
his children. He also sought out someone 
who knew the offender and learned some
things about his history that explained his 
behavior. He also learned that the offender 
would live. 

DISCUSSION 

In general, traumatic experiences can hamper the police 
officer's personal, family, and work situation. Ron with
drew from his marriage; many officers withdmw from 
their jobs. They begin to question how they will respond 
if a similar situation occurs. They wonder if this should 
be their life's work. Eventually, they may resign from the 
job. 

The role of the therapist varies, depending on what 
happens during the debriefing. Once the therapist esta',)
Iishes that the officer will cooperate on his own behalf, 
the therapist can simply be supportive and encouraging 
about any thoughts and feelings that are expressed. 

There is an educational component to this process as 
well. The officer is encouraged to continue the debriefing 
on his own when necessary and sometimes is given 
specific instructions about how to do this, thus a painful 
situation is turned into a positive learning experience. 

Though difficult to do from a clinical standpoint, i.e. 
demanding and emotionally draining, these interviews 
have gratifying results. Both the officer and the therapist 
see an immediate response. From the intense sharing that 
occurs and the giving and receiving of data-about crisis, 
trauma, and stress-the officer is able to integrate a 
traumatic experience in his life and feels stronger in the 
process. 

I Web.l"ler's Nell' World Dictiolwr't' defines emotionaltr.luma as an "emo
tional experience or shock. which has a lasting effect." (College Edition, 
1981) 
2Marcia Wagner, Airline Disaster-A Stress Debriej Program jor the 
Police, Police Strcss (Bopston, MassachusellS: International law 
Enforcement Stress Association. 1981). 
lDiagnoslic and Slt/listiral Manllal ojMenw/ Disorders. Third Edition 
(American Psychiatric Association, 1980). 
4Marcia Wagner. Tmllla COllnseling and Law Enjorcemelll, Perspective 
on Industrial Sociul Work Practice, Ray Thomilson, Editor (OUllwa, 
OnUlrio: Cunllda.l 
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POLICE SHOOTING - AN OPPORTUNITY FOR GROWTH OR LOSS OF SELF 

Roger G. Wittrup. Ed.D. 

Since approximately 1977. 1 have been involved with 
the medical section of thc Detroit Police Department. 
until January. 1983. During that period of time, I have 
consulted with police officers and their families who have 
been involved in fatal or critical shootings. In addition, 
I have consulted since 1976, with suburban police depart
ments and taught at three police academies. including 
the Detroit Police Academy, Macomb Police Academy 
(Macomb Criminal Justice Center), and the Oakland 
Criminal Justice Center (Oakland Community College). 
There have been hundreds of opportunities to gain case 
by case insight into the pattern involving fatal and critical 
shootings upon the officer and his or her family. The 
paper being presented hopes to look at the patterns we 
are now seeing and recommend certain consulting pat
terns in regards to fatal or critical shootings. 

One of the major changes in the last decade has been 
the increased fire power among criminals and citizens 
alike, including increased use of automatic weapons, exp
losives, etc. In addition, various police officials have 
noticed that instead oCthe u~ual pattern of the well-trained 
and long term criminal who sees within the court system 
an opportunity for parole and/or being found not guilty, 
the younger criminal who often b involved in drug usage 
and drug trafficking, is uninhibited in his desire to 
respond with nre power toward police persons. The end 
result is often uneasiness on the part of police when 
making either routine police traffic stops and checks on 
possible criminal activities including breaking and 
entering and armed robbery. 

What we have is similar to the reports of Vietnam 
veterans, who at one moment were talking to children 
and young people in villages, and at the next found them
selves the victim of explosives being thrown into helicop
ters, jeeps, and buses. The basic lack of reality and rage 
which is found under these circumstances is something 
which we have seen in post-traumatic stress disorders of 
Vietnam veterans. The same is true of police oflicers 
who have moved from relatively quiet patrols or inci
dental police checks to a split second decision to shoot/not 
shoot, with the result of some two to three years of 
litigation and criminal investigation. There have been a 
variety of things that have been described by police 
ofi1cers which I would like to describe for thb audience. 

One of the major factors is a lack of reality and unlike 
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the training found in academies, the shooting was, in 
fact, almost anti-climatical. We have offic~rs describing 
a change in time perception, including either a slowing 
down in almost a slow motion pattern, or speeding up 
to the point of almost a double action pattern. Also 
ofticers have described frequently seeing the flight of 
bullets, the slow motion or fast action impact of bullets 
upon the body, the thrust of the head or limbs of the 
body and the gushing of blood. It appears there is almost 
a shock-like pattern, similar to the shock-like patterns 
described by Vietnam veterans and those who were, in 
fact, survivors of the holocaust during World War IT. the 
same serie:l of questions "Why me," "This really couldn't 
be happening." 

Fellow oFncers who have seen the actual shooting 
observe a trance-like stare, with resultant shock and often, 
tears, following the event itself. Depending upon the 
sequence after depend whether or not the officer has an 
opportunity to talk out the actual shooting experience 
itself. 

Most departments request that the officer make a 
written statcment as well as a statement to whatever unit 
of the department is responsible for homicide investiga
tions. This then is turned over to the prosecuting attorney 
and mayor may not result in an investigation. One of 
the llnfortunate examples is that in Wayne County in 
Michigan, a warrant for arrest for murder is routinely 
requested, which the prosecutor routinely turns down 
unless other questions arise. 

It is at this point that a series of different patterns begin 
to emerge. Then are certain departments for which it is 
almost a macho imagery to have "gollen a victim for a 
notch Oil your gun." It is almost like a right of passage 
for certain departments to be involved in fatal or critical 
shootings. I have seen in precincts and departments what 
is almost a form of celebration when these events take 
place, and joshing with the officer us if it was something 
to celebrate. One of the rouline patterns, which I think 
is anti-therapeutic, is often the supervisor buys a bottle 
of the officer's favorite alcohol, and often takes the 
officers out ror a drinking session after the duty is com
pleted. I have seen rrequently examples where this ends 
up leading to a pattern of alcohol abuse and/or alcoholism 
itself. 

Some ofliccrs routinely call their wives or hu!>bands 



after the shooting itself to inform them prior to the media 
exploiting the event through the use of public records. 
Numerous officers have described the terror of their 
families hearing it over television andlor radio reports, 
with no word from the officer herself or himself for many 
hours. The mediu reports are often concluded with "de
tails are not yet available." 

At this time only 60 percent of the dcpartmcnts for 
which 1 consult routinely put the individual on some form 
of administrative leave or limited duty after a shooting. 
Some of the departments routinely request the officer go 
back to duty on the next assigned day. almost as a macho 
image of "the sooner you get at it the sooner you get 
over it." This same 40 percent only refer a police ofticer 
for evaluation weeks after the event, if ever, and only 
when civil action has been initiated by the victim'S family 
andlor criminal action is being pursued. It is then that 
the gun board or investigative unit takes a series of re
ports, and normally concludes they are justifiable 
homicide. It is my recommendation to the department 
that an evaluation be done within 24 hours after the 
shooting takes place, if at all possible. This usually in
cludes both an indepth mental status examination, his
tory, consultation with family members and psychologi
cal testing to supplement the infonnation of the interview. 

Such extensive studies are often resisted until enough 
experiences have ensued which indicate the benefit of 
this in terms of rehabilitation of police officers. In several 
of our departments wc have developed a coverage by the 
disability and worker's comp carrier for such evaluations 
by the clinic so that the department would not have to 
use monetary concerns as a reason to not utilize such 
services. 

In the last 6 years, I have also made use of opportunities 
to ~peak on various area talk shows to discuss police 
officers and police shootings. The experience has been 
both beneficial and enlightening. r have found, for exam
ple, that if it is a lead- off story for the local news, they 
would like to have a sensational kind of report about 
police officers being seen as "walking time bombs" simi
lar to the concepts of Vietnam veterans. However, \",hen 
the talk show host seems to be sympathetic to psycholog
ical concepts, they are much more interested in family 
support units and organizational help for individual ofl1c
ers. It is my rccommendation that the psyr',lologist make 
use of media coveragc but caution :;1 terms of mcdia 
hype activities which I lind !Joth uncthi<:al and not hclpful 
to police officers r beli~ve there is 11 place for a logical, 
sensible approach to ,ne~e kind of experiences as a part 
of educating the PI':"lic and the police of/ken, alike. 

One or the gre<1t variations that I menliol1C'u belbre, 
was the attitude toward the family I11l!mbers in regards 
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to the shooting itself. There are some officers who do 
not share with their family for days or weeks at a time 
after a shooting, the actual event. if ever. Again, this 
correlates with post-traumatic stress disorder victims of 
war and other disasters. There are others who utilize the 
sharing as an opportunity to ventilate and begin to heal 
in a therapeutic and supportive atmosphere of their 
spouses and family members. I have experienced frequent 
times where this is the place in which parents once again 
re-emerge as supportive person'., very similar to those 
who have suffered through a divorce and/or early death 
of a spouse. 

It is also significant that the officers both want to share 
with their friends and neighbors the experiences, and on 
occasion do, but find the inquiring questions to be instru
sive and more voyeuristic than concerned. So, depending 
upon the prior relationship, the officer mayor may not 
share it with family, the neighborhood and friends, whom 
thl!Y may perceive as either voyeuristic or sympathetic. 
This is also a time in which the religious questions being 
to I!merge, even for those who have not attended church 
since childhood. Such questions as the relevancy of the 
commandment "Thou shall not kill" to the use of the 
scriptures in regards to the role of the Centurions in the 
scriptures. I found often a great deal of help from chap
lains assigned to police departments, who often are the 
police officer's friends as well as pastors, who can be of 
great help in regard to these questions. 

The psychologist should be acutely aware of the state 
or alienation and depersonalization that officers suffer in 
regard to these events. There are those who become manic 
in their 33 response - going without sleep for days and 
becoming involved in a variety of activities only to 'crash' 
after several days of frantic activity. On the other hand, 
you have those who feel distant, and alone, and I have 
had experiences with officer who have begun walking 
around the block and end up nearly 20 miles away from 
home. These kind of experiences need a great deal of 
reassurance on the part of the psychologist/psychiatrist, 
that in fact these experiences and feelings will pass and 
thal in fact, they are the usual numbing effect that the 
mind provides temporarily, until it can ahsorb what has 
happened. 

There are, then, a series of steps which are almost 
predictable in regard to these experiences. There is, after 
the alienation and depersonalization events, a hardening 
and an internal rage which begins, including the separa
tion from the spouse and family members, with reasons 
such as "You've gotta get over this and get on with your 
life." It appears that at times the family member antici
pates thaI the officer will get over it more quickly than 
in fact a person can get over a trauma event. It is as this 



point that they begin to depend upon the psychologist/psy~ 
chiatrist more so for a support system, along with possibly 
one fellow officer that he or she has identified as under
standing. The rage becomes intense, including feelings 
of' suicidal ideation and homicidal wishes. They also 
describe "a loss of innocence" similar to those who have 
suffered rape or other events which have lost for the 
person a sense ot trust in their surroundings. It is at this 
point that they begin to raise questions about their purpose 
in holding such a position and begin raising questions 
about their own vocational goals. It is imperative, that 
the psychologist begin to share the idea of choices. includ
ing the choice to remain upon the position or a similar 
duty situation. rt is absolutely essential that the officer 
see the psychologist/psychiatrist as an ally in the 
therapeutic process and not retlecting merely a de
partmental position or a quick solution of getting away 
from it all. It is characteristic that people. through such 
massive changes. that they want to "borrow your ego." 

It has been this psychologist's experience, that the 
depression anxiety usually associated with post-traumatic 
stress disorders. is in fact. longer term than previously 
noted. This results in reoccurrences of that depression 
anxiety for many years, including a repression and sup
pression of those events for as much as 10 to 12 years, 
again similar to the Vietnam experience. We also have 
seen a high incidence of marital and family problems 
similar to the concepb of specialists in marital and family 
therapy, in which this disequilibrium experienced be~ 
cause of such events, reverberates throughout the family 
and/or marital unit. This is also a great opportunity to 
provide marital and family therapy which often results 
in a greater closeness and interdependency than previ
ously experienced. 

It is also my experiencc there is a high incidence of 
alcohol and drug abuse among police officers who have 
been involved as a way of dealing with the internalized 
rage, depression and anxiety. For example, manyoFfic
ers, after returning ftom duty. spend literally hours down
ing from a pint to a fifth prior to returning to duty, as a 
way of dealing with an internalized anxiety and sleepless
ness. The result is a cycle of depression anxiety consistent 
with alcohol and drug abuse. We have also seen a greater 
incidence in psychosomatic and psychogenic problell1~, 
including requests for leaves of absence due to a knee 
injury, which has limited or no organic basis. 

It appears that it is far more acceptable to request time 
for an observable physical injury than it is for (\ 
psychological limitation or a temporary form. 

Con~i~tent with the dcprCSSlfltl. anXiety. alcohol and 
drug abuse. in conjunction with high instances of maritnl 
and family problems, we have seen a rapid aging process 
among police officers involved in fatal or critical shoot-
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ings. [t appears that the internalized struggle to maintain 
a sense of equilibrium has taken its toll upon the indi
vidual. Many of you have seen patients, both police and 
others, who have gone through traumas where they appear 
much older than in fact, their chronological age would 
indicate. It appears that the body and its language begin 
to renect almost in a screen like experience, to suggest 
that the body and the mind have lost something, including 
innocence, including faith in the family and the support 
system. But more importantly. in some fonil, have lost 
their will to live. 

So the question remains, what happens to the officer 
when he returns to duty? It has been my experience that 
it has varied. There are those who get caught up in the 
expressions of celebration and in fact, become the depart
ment 'cowboy' which may lead to further events resulting 
in disciplinary action. The officer also may take a position 
of resignation which less often results in disciplinary 
action, but more often by complaints of fellow officers 
for being 'dead wood' or not trustworthy in traumatic 
experiences. It appears that the officers who is able to 
work through the experience, utilizing a combination of 
psychotherapy. family support, and fellow officer sup
port, that they in fact can come back through a reinteg
ration into the department. into full duty and full activity. 
But there are those in fact. who become casualties after 
this experience and it is merely a matter of time until a 
disability or other events finally change the individual's 
life. 

The question then is. what would be the recommenda
tions in dealing with fatal and/or critical shootings'? 

I. Be known to all officers prior to the event through 
teaching at police academies, attending receptions, being 
known as someone who is sympathetic and understanding 
to the role of the police officer. This not to suggest that 
you will be accepted as "one 01' the boys" and in fact, 
this discouraged. but the face will be seen as someone 
who cares. 

2. I would also recommend that a policy be developed 
utilizing tlle worker comp carrier and/or disability carrier 
in (~~lnjunction with the county prosecutor's office, chief 
of police, and the representative from the city manager's 
office. so that the officer is in fact seen within 24 hours. 
with the information availuble about the shooting it~elr. 
This would also include the right to order the administra
tive leave time, without any form of duty, or limited 
duty for the police officer upon the judgment of the 
l:onsulting psychiatrist and/or psychologist. We have 
experienced great cooperation in this approach. 

3. It would be recommended that the psychologistl 
psychiatrist teach some form of a class for both family 
members and police officers in regards to "police stress" 
which could be easily utilized in a two or three hou)' 



session. Not only is this a current topic, but in fact, gives 
the opportunity for the police officer to know the con
sulting psychiatrist/psychologist. All personnel, from 
secretaries to the chief of police, should be included 
within this program to indicate support and mutual 
interest. 

4. It is my recommendation that a range of confiden
tiality be extended so that only necessary information be 
given to the chief of police alone and kept in a separate, 
locked, file separate from the personnel file, and not 
utilized by any supervisor in any direct way, including 
the reading of the report. In this way, the integrity of 
the consulting psychiatrist/psychologist is maintained and 
that the officer dOeS not feel his entire life is open for 
scrutiny. 

5. A close, cooperative approach with the local media, 
including newspapers, radio and television, be main
tained so that you are available for comment in regard 
to police action, shootings, which will give another side 
to the events which often are hyped up for purposes of 
selling a report to the local editor. 

6. It is also recommended that the psychologist/ 
psychiatrist receive from the city a statement of referral 
of police officers, along with a statement to "save from 
prosecution and/or litigation in civil action" so that such 
things as class action suits involving violation of civil 
rights, etc., would not limit the psychiatrist/psychologist 
role in helping the police officer. It has been my experi
ence that if one is doing their job, that the psychologist/ 
psychiatrist may be the object of either litigation by police 
officers or by citizens and their families because of these 
shootings. It is impossible to buy enough insurance to 
cover the potential litigation and/or awards including 
punitive awards often uncovered by normal insurance. 

7. It is important the psychologist/psychiatrist be avail
able 24 hours a day, 7 days a week, because similar to 
ordinary people, the break through oftcn comes at unex
pccted and unschedule times. It is imperative that the 
police officers feel able to approach and be deal with the 
problem when it emerges 

8. It is essentIal that back-up psychologist/psychiatrist 
be available and trained in the field of police psychology 
to back up the normal consulting psychologist/psychiat
rist v'hen away at vacations or other events. 
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9. It is imperative that in negotiating contracts with 
cities, particularly coverages of mental health, that atten
tion be made for the mental health coverage as an absolute 
priority, including family treatment, so that the limita
tions on insurance, in fact not be limitations on the 
receiving of mental health treatment. Many insurances 
exclude family treatment or marital treatment from cover
age, which I find to be myopic in its approach. 

10. It is my recommendation that the psychologist/ 
psychiatrist develop various group approaches as a 
follow-up for these officers involved in fatal and/or crit
ical shootings. It has been my experience that officers 
often refuse to go to alcohol treatment programs utilized 
by hospitals, etc., because the officer feels that the citi
zens know who he is and that he would be under public 
scrutiny for having been there with an alcohol problem. 
It is my recommendation that these groups operate 
anonymously upon self referral, and the only reason for 
the officer being known to attend would be as a result 
of a referral for disciplinary action or treatment by a 
physician as contingent upon continued employment, etc. 
It is essential that the hyper- vigilance regarding how 
people view him be understood before major mistakes 
are made in the consulting role. It has been my experi
ence, that once a major error has been made in the con
fidentiality, an image of a given police officer, that often 
the role within the department is not repairable and that 
a consideration be made to leave the consulting role to 
someone else. 

Over all, it is my recommendation that consistent with 
the 1967 President's Council on Criminal Justice, that a 
psychological consulting role be developed for fatal and 
critical shootings, along with a consulting role including 
screening of officers for new employment or advance
ment, periodic evaluations due to changes, and a visible 
image of the consultant as much more than an aloof 
professional who does not understanding the police 
officer. This is a difficult role of both being a part of but 
being separate from the police department. r am reminded 
of a poem of an ancient Greek poet who wrote "In our 
sleep pain which can not forget falls drop by drop upon 
the heart until, against our will, comes wisdom through 
the awful Grace of God." 

Thank you for your time and attention. 



RESEARCH NEEDS IN THE STUDY OF POST SHOOTING TRAUMA 

Mark Zeling, Ph.D. 

The identification of post traumatic stress disorder in 
the context of the police use of deadly force is one of 
the examples of how psychologists have made a major 
contribution to law enforcement. The awareness of thb 
phenomenon has come about in the last five years and 
has fostered an appreciation of the needs of an ofticer 
involved in a shooting situation as evidenced by changes 
in administrative policy and the greater availability of 
psychological services. However, the recognition of post 
shooting trauma is also illustrative of a major problem 
in police psychology which is the failure to validate the 
value of our services or the existence of the post shooting 
syndrome, itself. Although it would be counter- intuitive, 
one could make the argument that there is no solid evi
dence that the post shooting syndrome even exists. This 
argument will not be made. However a look at the body 
of research in this area does illustrate the need for police 
psychologists to be more concerned with conducting em
pirical research in this discipline. 

A number of authors (Carsoll, 1982; LiiJpert &: Fer
rara, 1981; Reiser, 1984; and Shaw, 1981) have de
scribed the clinical manifestations of the post shooting 
trauma syndrome. As noted above, these anecdotal re
ports have been valuable because they have raised the 
sensitivity of the public and law enforcement adminis
trators and may have also somewhat inoculated officers 
to the stress which may be expected in the aftermath of 
a deadly force confrontation. More specifically, this lit
erature has described perceptual alterations during the 
confrontation (e.g., Reiser, 1984), the psychological 
stages of resolving the crisis that affected officer typically 
experiences (e.g., Carson, 1982; Lippert &: Ferrara, 
1981), and all of the previously cited have underscored 
the need to have counseling readily available to assist 
the involved officer. 

Of the many papers which have addressed this issue, 
only one empirical study could be located. Nielsell (1981 ) 
surveyed officers from several departments and queried 
them about the events they experienced both during and 
after the shooting. An inquiry about the frequency of 
perceptual distortion during the actual confrontation 
found that only 24% of the respondents did nOlexperience 
a distortion. The most frequently experienced distortion 
was a perception that the shooting was occurring in slow 
motion (64*. rollowed in frequency by tunnel vision 
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(43%), and auditory blocking (27%).1 The 'respondents 
were also surveyed about the degree to which they experi
enced physical and emotional symptoms during the one
week period following the shooting. Nausea ,(92%) was 
the most common of a number of physiological 
symptoms. Only 8% of the sample denied any physiolog
ical symptoms. Thought intrusions (59%), depression 
(52%), and anxiety (21 %) were the most typical 
psychological symptoms. Only 11 % uf the subjects de
nied any psychological symptoms. A query about attitude 
changes experienced during the three month period fol
lowing the shooting revealed that 50% of the officers 
perceived themselves as being more cautious and nearly 
a quarter of them experienced an increased sense of 
apathy. Following the incident, 41 % of the respondents 
found that their fellow officers were helpful but that 19% 
of their peers aggravated their distress. Taking these re
sults as a whole, it appears that taking a life in the line 
of duty is stressful both during the shooting and for some 
time afterward. However, the degree to which the shoot
ing contributed to the symptoms experienced by the in
volved officers cannot be determined for the simple 
reason that Nielsen (1981) failed to utilize a control group, 
which is a serious methodological weakness that plagues 
much of the research on police stress (Malloy &: Mays, 
1984). The inclusion of a control group composed of 
officers not involved in deadly force confrontations in 
this type of research is more than experimental elegance 
since many writers have hypothesized that police work 
is very stressful even for those officers not involved in 
a shooting (e.g., Stratton, 1978; Territo &: Vetter, 1981). 
Thus, at the present time, one cannot determine the im
pact that a shooting incident has on complaints of 
psychological and physiological stress over baseline 
levels. 

The lack of carefully conducted research in the area 
of post shooting trauma presents considerable difficulty 
in expanding our knowledge into related areas which 
would appear to be very germane to the continued growth 
of police psychology. For example, what characteristics 
differentiate the officers who negotiate this crisis success
fully versus those who suffer dehabilitating rcsidual ef
fects'? What is the effectiveness of formal psychological 
intervention versus peer counseling? Another important 
question is whether the discussion orpost shooting trauma 



has had an inoculatory effect by educating officers as to 
what to expect in the aftermath or conversely, if such 
discussion has had an iatrogenic effect by creating an 
expectancy of dehabilitating crisis in some officers who 
otherwise would have successfully negotiated the post 
shooting period with little or no dysfunction or distress. 

The problem in the post shooting trauma literature has 
been seen in other areas of police psychology. Investiga
tive hypnosis is a good example of a technique that 
appeared very efficacious before it was scrutinized using 
empirical methods (e.g., Putnam, 1979; Zelig & Beidle
mall, /981). Similar feelings of disappointment arouse 
with the findings of predictive validity studies in 
preemployment psychological screening (e.g., Zelig & 
Shealy, /983). The entire notion that police work is more 
stressful than other occupations has recently been chal
lenged due to the lack of sound methodology in stress 
studies (Malloy & Mays, 1984). Other areas of police 
psychology which have eluded empirical study include 
hostage negotiation and profiling. 

The study of post shooting trauma is illustrative of a 
concept in police psychology that is widely accepted yet 
has little empirical support. Such a state of affairs is not 
desirable but is also not unusual for specialties in 
psychology that are in their infancy. Presently, problems 
and needs are being identified and the law enforcement 
community is generally receptive. The next hurdle iii a 
greater emphasis on research. With effort, research 
design can be routinely incorporated into many of the 
services police psychologists commonly offer. The result 
will be the flowering and growth of a new and exciting 
specialty in psychology. 
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SECTION SIX 

STRESS AND STRESS MANAGEMENT 



S'6iCIDE AND INDIRECT SELF-DESTRUCTION BEHAVIOR AMONG POLICE 

Scott W. Allen, Ph.D. 

Over the last several years, the literature on police 
suicide has attempted to detennine the statistical role of 
officers who committed suicide (Dalllo, 1978: Dash and 
Reiser, 1978: Friedman, 1968,' Heimall, 1975,' Ne/soll 
alld Smith, 1970,' and Terry, 1981). These six studies 
found differing rates of suicide although five of the studies 
concluded rrom their data that suicide rates ror police 
officers were higher than for their comparison groups. 
The study by Dash and Reiser revealed that the suicide 
rate for the Los Angeles Police Department was compara
tively lower than the national suicide rate. 

As the variables ror suicide are multiple and the mainte
nance of reliable statistics related to suicidal behavior 
are dubious, the orientntion toward rates of suicide 
behavior should be replaced by the behaviors of suicide. 
However, there is a basic consensus among researchers 
in the field that police work is a high stress occupntion. 
These job-related stressors are related to on the job dan
gers or violence and peer pressures, organizational and 
authority factors, as well as personal problems slIch as 
martial and family contlicts, dietary and alcohol prob
lems, and such psychosocial arfects of depression, frust
ration nnd feelings of powerlessness. 

Current results (Territo and Veller, 198/) in the area 
of police stress reveal the great conceptuul complexities 
involved in establishing causal relationships between 
individual, organizational. tlnd social variables. and their 
resulttlnl behaviornl effects. Caution, Le., must be exer
cised in the analysis and interpretation of the multifacto
rial complex of suicide. 

Theories and Definitions 

Psychological theories usually incorporate three basic 
principles: The principle oi'homeQstatsis (CallI/Oil, 1939,' 
Heidel', 1958); the pleasure principle, and sociallellrning 
theory. Homeostasis refcrs to the maintenance of a steady 
state of equilibrium within the individual. When the water 
content of an individual is low. internal changes in the 
individtHlI maintain n steady slate or equilibrium, When 
the water content of an individual is, for exnmple, low, 
internal changes (lCCl\l' which initiate behavioral 
responses of the person to drink water. Thus replenishing 
the wuter content in the body, 
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The pleasure principle states that individunls act so as 
to maximize pleasurt! with homeostasis and growth 
assuming varying degrees of influence. An individual 
mayor may not drink wnter dep~nding upon the temper
ature of the water. 

In the social learning theory conceptualization, an in
dividual is neither driven by internal forces nor intluenced 
uncontrollably by environmental factors. Rather. an imli
vidual's actions occur through observation. Experiential 
learning occurs through ob~et\ation of other people's 
behavior and its consequences for them. 

It is arguable that suicidal behavior can be explained 
by theories based on these concepts because suicide acts 
in contradiction to them. There is not active homeostatic 
process since suicide leads to complete cessation or activ
ity. 

If an individunl perceives suicide to be the least un
pleasant or most pleasant outcome to a crisis, one could 
theorize such an attempt at adjustment wns governed by 
aspects of the pleasure principle. Yet since the pleasure 
principle is directly linked to the precept~ of dynamic 
homcostasis, suicide cannot be a viable solution. How
ever, if happiness (pleasure) is the focus or homeostasis. 
then suicide can, in fact. be l\ function of dynamic horne
osta::.is. For example. the terminally-ill, geriatric patient 
with no family, and in constant pain. may rate death a 
greater happiness than continued life as she experiences 
it. 

The principle construct of social learning theory em
phasizes that through observation of the rcinforccment 
contingencies of others, un individual can learn. Through 
observation, police oft'icers learn the nunifications of an 
officer committing suicide are all negative; angcr, guilt, 
rrustrution, and powcrlessness, to name just II few. Cer
tainly such negative contingencies cunnot be operation
ally functional to initiate policc suicides. 

At prescnt, suicidal behaviol' can rnrely be parsimoni
ously incorpmated int.o current psychological theories 
and certainly no single thcOI'y can lICCQun! for all suicides. 
Regardless of theoretical oricntulion, suicide is widely 
agreed by prolessionals to be an extremely intricatc com
plex of hehaviors. Thercfor, a definitional appmllch muy 
ultimately provide a clearer understanding of suicidal 
behavior and suicide potential. Baedller (1979) defines 



suicide as a behavior in response to the demands of life. 
Suicide is neither a disease nor a force but rather a be
havioral solution. Baechler conceptualizes suicide to be 
logieal <;ince suicide is a solution. However, Baechler 
does differentiate between rational and irrational percep
tions of logical suicide. The former would describe suic
idal behavior in response to being diagnosed as having 
an incurable disease. The latter would be descriptive of 
suicidal behavior as a function of the individual thinking 
he ha~ contracted an incurable disease. Conceptual con
fusion arises between a suicidal person and society since 
all !>uiciclaJ persons believe their suicidal behavior is ra
tional. 

Lest'" lIlId Lester (1971) defined suicide as complex 
behavio(' aimed at improving a hopeless situation or in 
the hope of preserving a threatened self-image. 

Suicide has also been defined as a result of internal 
and external factors. Mellllil/ger (1938) believed there to 
be three basic motivations toward suicide. The first is 
the wish to kill (aggression); the second is the wish to 
be killrJ (punishment); and the third is the wish to 
uie(death instinct). FarberoH' (1980) proposed suicide to 
be a conceptual confusion related to behavior, time, inten
tion and nctivity. A suicidal person is confused concep
tUtllly in terms of what type of action to take, verbal or 
behaviornl. Confusion nlso exists in terms of whether the 
responses will be passive or active. A suicidal person's 
'ien!le or being can erratically fluctuate among time rete
rent~ of past, present and future. A suicide behavior is 
further confused in termS of un individual's facilating 
intentionality. There is often no consistency in terms of 
thc goals of ~uicidal behavior in terms of death, gambling 
with death, inducing quilt, and injury versus death. 

From the!,e dennitions, suicide appears to suggest an 
intcraction of fuctors both internal and extemal which 
promote a l'nnceptual confusion with an individual's 
sense of reality. This resultant perpetual state initiates a 
purposc which is more negative toward life than positive 
about denth. The suicidal person is in a sense being driven 
from lifc into a !ltate of non- being, which is concep
tuuli/.ed as not heing alive (versus being dead). 

The subsequent complex of behaviors arc directed 
toward the removal from n painful and meaningless life 
(GnI1l'Icr, 1967), This tendency toward suicide is the 
result oj' n chronicully reduced sense or competence 
within the social environment. 

I ndirect Self-Destructive Bchuvior 

Ul1derstanding the process of suicide cannot be found 
simply by observing the end state. Similarly. the process 
thtlt lends to suicidul behavior cannot be detected by the 
occurrence of deuth, nor by investigating the presence 
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of objective evidence of a miserable life. Rather, the 
purpose of the suicidal act within the pattern of the indi
vidual's lite must be examined. As such, suicides do not 
form as might be thought a wholly distinct set of 
behaviors. Suicidal behaviors are, in fact, exaggerated 
forms of Common practices. 

Suicide as a behavior is infrequent, occurring in a 
small proportion of any popUlation. However, there is 
also a tendency for individuals toward self-injury, self
defeat, and self- destruction. Farberow (1980) termed 
such behaviors as indirect self-destructive behavior 
(IS0B). As detined by Farberow, lSOB occurs when the 
search for excitement andlor the degree of risk- taking 
begins to exceed the boundaries for safety, survival, and 
self-preservation. Achete (1980) in a more clinically 
analytical dennition describes ISOB to be an intense 
inward need for punishment. Achete characterizes such 
behaviors as disorders of destiny because the individuals 
eliciting .ISOB appear to be constantly victimized by bad 
luck. Closer sCnltiny often reveals the individuals actually 
provoke their diff1culties which often are physically and 
socinlly destructive both to themselves and those persons 
close to them. 

For police officers, the likelihood of developing ISOB 
is great. Risk-taking in its positive qualities has played 
a prominent role in the development of their identity as 
police ofticers especiully in the form of mastering fear
provoking situations, nnd in facilitating ambitious 
achievement. In short, risk-taking for the individual 
police officer has established the predominant motives 
of excitement and mastery. 

However, the conceptual and behavioral confusion oc
curs at the level of motivation. Risk-taking can be positive 
when there is growth via achievement. Risk-taking be
comes ISOB when there is objective evidence of depre
ssion. Associated most often with depression in lSOB 
are the feelings of helplessness and hopelessness which 
precipitate an overall lack of self-esteem. Adding to the 
danger of ISOB is the lack of' awareness on the indi
vidual's part to either realize or care about the effects of 
his behaviors. Also present is a lack of awareness that 
his actions may, in fact, be suicidal. 

A sec()nd pathogenic quality of ISOB is the insidious
ness development of the behaviors. Oftentimes, ISOB 
spans many years. For exmnple, dietary behaviors such 
as low-density lipids and sugar intake may predispose 
the police orricer to coronary heart diseuse and diabetes. 
Excessive ingesti()n of alcohol may precipitate alcoholism 
and/or increases in motor vehicle (lccidents. 

Work-related ISOB cun be identified in officers in high 
performance, specinlized units such as SW AT teams. For 
some officers, the need for excitement results in poor 
decision- ll1uking. Decisions which could jeopardize the 



safety of the individual police officer as weIl as partners. 
Regular uniformed road officers who respond indepen
dently and over-ambitiously may also be exhibiting 
ISDB. Also, officers who have been frequently injured 
over a short period of time may similarly be manifesting 
ISDB. 

Indit'ect self-destructive behavior is particularly 
dangerous since this need for excitement and personal 
risk can often become compulsive or addictive. There
fore, behaviors which may be initially assessed and 
evaluated as sociaIly acceptable police work may, in fact, 
be the early warning signals of an addictive process of 
ISDB. It is, therefore, the responsibility of the department 
or consulting psychologist to provide information 
relevant to ISDB to line supervisors as weIl as assessing 
the motives of those officers who are identified early as 
potentially exhibiting ISDB. 

Characteristics Of The Suicidal Person 

Most implicit conceptualizations of police personnel 
suicide assume that depression is the precursor 0 suicidal 
behavior. Yet, this common belief is not supported by 
empirical evidence (Buechler, 1979,' FarberolV, 1980,' 
and Lester & Lester, 1971), although many suicidal 
offices are depressed for the period prior to the actual 
suicide attempt. 

Prior to a descriptive review of the characteristics of 
a suicidal person, a reminding caveat, there is no single 
profile which encompasses the diversity of suicidal 
behavior. Suicide is more a syndrome of idiosynclatic 
responses within a set of circumscribed behaviors. 

An extremely relevant observation of profound clinical 
significance is the apparent tendency for negative affects 
such as depression and anxiety to clear shortly before a 
suicidal attempt. Thus, during the immediately preceding 
days, a suicidal officer may appear extremely calm and 
optimistic with a gencral clearing of confusion. This im
provement of mood is, in itself, a function of the police 
officer's decision to commit suicide. For once the deci
sion to commit suicide has been made, the officer has 
determined the solution to the problem of living. This 
process may also be responsible for the euphoric mood 
which may immediately precede the suicidal act. 

The law enforcement off1cer who intends to die essen
tially desires to escape from something unpleasant in his 
life. The unpleasant life condition may further be com
pounded by a chronic state of physiological or psycholog
ical dysfunction. 

The suicidal off1cer possesses high dependency needs, 
yet is unable to express these powerful needs. This lack 
of relevant social gratification is intensified by the fact 
that even when others are supportive, the suicidal indi-
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vidual tends to withdraw from the relationship or denies 
any assistance has been provided. This further intensifies 
the suicidal person's perception of being sociaIly isolated 
and maintains the belief he will always be a social isolate. 
Thus, when the suicidal officer thinks about people with 
whom he has important relationships, the suicidal indi
vidual believes others feel negatively towards him. As a 
result, the suicidal person is not effective in discussing 
problems or in being affectionate. 

Within a spousal relationship, the chronic differences 
in self-images between a suicidal police officer and the 
non- suicidal partner are almost diametrically opposed. 
A suicidal spouse tends to be self-effacing and masochis
tic while the non- suicidal partner is competitive and 
narcissistic. Such characteristics provide dynamics in 
which the suicidal officer can be self-effacing while the 
spouse can be overbearing and antagonistic. These ten
dencies dictate the non-suicidal spouse to only seek per
sonal satisfaction and are encouraged by the need of the 
suicidal spouse to have his desires ignored. In spite of 
this tacit enmeshing of needs between partners, the suic
idal person often attributes his suicidal behavior on his 
spouse's abject rejection of him. 

Along with interpersonal conflict, the overall function
ing of a police officer requires particular emphasis in the 
assessment of suicidal potential (Kiev, 1974,' 1976). Of 
major interest is the thought processes of the suicidal 
officer. During the suicidal history, an officer will likely 
exhibit patterns of thinking in which there are errors in 
logical deduction and in a distortion of premises. For 
example, the officer may think that, Some cops arc Cath
olics, and that some Catholics hate those who want to 
kill themselves; therefore, some cops hate me. There is 
also mllch dichotomous thinking in which an officer 
adheres to extreme value systems. As a result of such 
rigid thinking, once an idea is present, no amount of 
changed behavior can change a conception. For example, 
the suicidal officer may believe that all sergeants do not 
care about him all t.hey want to do is hand him up. 
Despite the objective fact that a sergeant is realistically 
attempting to help the suicidal officer, the officer will 
not relinquish the rigid defensiveness which prevents the 
sergeant from helping. 

The conceptualization of death for the suicidal officer 
is one of either an abstraction of death as II process of 
not being alive (versus being dead) or one of a primitive 
concept of going to sleep with the implication of eventu
lilly waking up in some form of life state. Thus death is 
not a positive, desired state but rather an escape from a 
painful, meaningless existence. 

The suicidal officer often communicates verbally and 
non-verbally his intent. the clinician mllst be alert to 
these communications which can be either verbal 01' 



behavioral. An identification with the suicidal person is 
of utmost importance. As previously mentioned, the suic
idal person exhibits inappropriate thinking processes and 
totally ineffectual communicational systems. [t is, there
fore, the responsibility of the clinician to translate vague 
sUl..idal communications of the suicidal person into 
cog,'ut representations of suicidal intent. An officer who 
I'> self-destructive may provide direct verbal clues such 
as, "I'd be better off dead", or "I'm just going to sit here 
with my friends (bottles of liquor) and then kill myself'. 
Indirect verbal clues may entail statements such as, "I 
won't be here much longer", "What difference does it 
make'!", or "You'll see". 

Behavioral clues of suicide intent include the making 
of a will, giving away cherished personal items, and 
obvious instances of ISDB. The acutely suicidal officer 
may exhibit unexpected cI unges in behavior, including 
sleeplessness, marked levels of depression and anxiety, 
sudden withdrawal from emotional ties, increased social 
isolation, increased alcohol consumption, increasingly 
erratic behavior, recent or impending divorce or separa
tion, and/or retirement. the general result is a labile person 
feeling hopeless as a result of psychosocial disintegration. 

TREATMENT 

A frequent precusor of suicidal behavior in police 
officers is a sense of isolation and hopelessness (Wagller 
alld Brzeczek, 1983). The goal of intervention strategies 
is, therefore, to assist the individual to effectively contain 
or control the physical expression of the internal turmoil 
manifested as suicidal ideation and behaviors. 

The most convenient and potentially most helpful 
resources for the potentially suicidal officer are friends 
and relatives. These people are constantly available and 
have a t;'onsiderable knowledge and understanding of the 
suicidal pelson. Support and assistance from family and 
friends is frequently accepted in a more facilitative 
manner by the distressed officer than if provided by a 
professional. The suicidal individual interprets assistance 
from family and friends as meaningful and restores some 
degree of self-worth. Whereas assistance from a profes
sional is interpreted as a false, paid friendship which can 
initiate further loss of self-worth. When dealing with a 
potential suicide it is important to remember that an indi
vidual's feelings must not be denied but must be accepted 
as the important factor. For example, if a suicidal officer 
verbalizes feelings of worthlessness and friends deny that 
the officer feels worthless, a tragic conl1rmation results. 
The denial confirms the notion that none docs understand 
or care about him. The suicidal officer is confused abt)l1t 
what he wants and through which processes he can obtain 
his needs. One of the greatest needs is for friends und 
family to help the suicidal individual clarify his own 
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internal state. This c1aritication can be obtained by talking 
about feelings, and through a reflection of these feelings. 
During these conversations avoid euphuisms and talk 
directly around the areas of worth, hopelessness, death, 
and suicide intent. Explore with the suicidal person the 
degree of isolation and discuss what actions can be taken 
to reduce the overwhelming sense of isolation. Active 
problem-solving by concerned friends and family often 
provides the suicidal person with a rudimentary sense of 
purpose-the concept that there are realistic alternatives. 
Interpersonally, the individual can begin a feel gratitied 
by a rewarding object relationship. A sense that sig
nificant people do care and he is not isolated and hopeless. 

The depressed actively suicidal officer necessitates a 
more directive, rapid response. The probability of an 
initial or a more lethal subsequent suicide attempt is 
highest when a suicidal officer remains depressed and 
enmeshed in his life situation. Crisis intervention pro
vides a means to intervene in critical areas of the person's 
life, to identify critical problem areas, to assist the person 
cope with the stressors of life, and allow lite individual 
to calm down in a safe environment (Kiel', 1975). The 
crisis intervention approach educates clients to cope with 
increased stress by learning to anticipate and plan direct 
responses to difl1cult situations. During crisis interven
tion (in-patient hospitnlization), the police department 
organization needs to respond in a supportive manner. 
Supervisory staff will help facilitate positive treatment 
effects by not stigmatizing the suicidal police officer. A 
negative attitude toward treatment or an attitude that the 
police officer suffers from intractable psychiatric prob
lems will all work to lower a successful prognosis, 

During crisis intervention, it is imperative to identify 
those psychosocial factors which influence adaptive pat
terns of response in the suicidal client. Clients rcquire 
assistance in accepting reality and discovering personal 
strengths which can be utilized in a constructive manner. 
This is accomplished by assisting the client to anticipate 
and plan for difficult situations, to redefine assets and 
liabilities, und to establish personal gouls in terms of 
personal strengths. Basically, the health professional 
faeilitiates development of self-reliance and positive deci
sion-making while reducing inhibitory dependency pat
terns and underachievement. 

A final purpose of' c1'isi::; intervention is to initiute new 
strategies for improving social relationships. Interper
sonal relationships cnn become signil'icuntly more 
rewarding by setting limits on these relationships. Clients 
who cannot set limits on the demands of others as well 
as assuming personal responsibility for the actions of 
others will continue to genemte sci r- crisis. 

Hereflt (1981) espouses follow-up or ul'tercurc needs 
to be ulmost simulaneolls to discharge from crisis inter
vention hospitulization to prevent prel110rbid cognitions, 



sensations, and behaviors from returning. Follow-up care 
5trengthens the individual's capacity to cope with stress 
by reinforcing creative problem-solving. Follow-up 
further develops mastery over complicated social 
relationships and substance abuse (when documented). 

The strategies involved in the treatment of the suicidal 
police officer are long and involved. It is the responsi
bility of the consulting or department health professional 
to intervene in a directive manner through all the phases 
of rehabilitation as well as striving to maintain a suppor
tive, non-stigmatizing attitude at the supervisory/depart
ment level. 

COMMENTS 

Suicide within the law enforcement community is not 
a tragic act committed by a police officer, but an option 
whose choice is demanded of the individual forces within 
his psychosocial environment. As noted by Schneidman 
lind Farberow (1957). the understanding of the suicide 
process cannot be found simply by looking at statistics 
of the end state. The process that leads to suicide cannot 
be detected by investigating whether a person's life was 
mi!>erable and <;tultifying. Rathl.!r, the purpose of the suic
idal behavior within the pattern of the individual's life 
must be examined, 

Suicide b neither it disease nor a force but simply a 
solution to a problem. A suicidal police officer's situation 
demands or the profes!>;onal an understanding of the in
dividual's dominant personality characteristics and his 
mode of response to crises past and present. 

The co.1cerned and progressive law enforcement 
agency will optimally provide the services of a mental 
health professional cognizant of high risk suicide groups 
and the types of suicidal behaviors, affects, and cogni
tions. Along with these assessment skills, the professional 
must be experienced in crisis intervention and follow-up 
care which also necessitates information of local commu
nity resources. Anything less obliges the suicidal person 
to detcrmine the solution. 
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SELF DEFEATING BEHAVIOR PATTERNS 
IN LAW ENFORCEMENT OFFICERS 

Samuel Ball. ACSW 

There has been an observable favorable trend during 
the past several years toward a more professional and 
highly trained individual who pursues law enforcement 
as a career. Criminal Justice degree programs are avail
able to most college students; Cadet and Reserve prog
rams are operational in the majority of police depart
ments; and recruitment has become a function of police 
personnel specialists as they attempt to compete for 
acceptable and suitable candidates. The applicant must 
now successfully complete a written examination, a phys
ical agility test, psychological examination, polygraph, 
background investigation, oral interview, and meet 
specific physical requirements li!garding height, vision, 
etc. In all, the process is remarkably different from that 
of prior years when the "good old boy" selection process 
admitted recruits who were simply looking for ajob when 
one came available with the local police department. 
Recruits were selected after passing a considerably more 
relaxed set of expectatic,'\.~. 

Much has been written about the occupational hazards 
of police work, the unique internal and external stressors, 
and its overall effect upon the emotional, physiological, 
and marital health of the officer. We have learned to 
identify the type of applicant who can best withstand the 
unique problems presented in this career from observing 
career casualties from the past. Police administrators, 
training academies, and new recruits have a high degree 
of aWareness of the psychological issues present in police 
work. The response has been to provide psychological 
services to employees, include an ever increasing 
emphasis upon personal, marital, and mental health issue 
in training, and a closer link with mental health profes
sionals in dealing with post shooting incidents, death 
notification training, stress reduction, human relations 
training, and assisting with matters such as family 
disputes. 

It has been my opportunity to be affiliated with a few 
different police agencies in providing mental health ser
vices since 1976. [have worked "in house" for one depart
ment, and as outside consultant for the other agencies in 
one of the fastest gl'Owing areas of the United States. 
Rapid popUlation growth has required us to select and 
train new ofricers in large numbers than ever before in 
response to this growth. Prngressive police administrators 
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have responded to psychological consultation by integ
rating mental health services into their departments. It 
has been enjoyable to be a part of this evolutionary pro
cess and to help "select in" the type of officers who come 
equipped to most effectively cope with the pressures pre
sented in this environment. It has been my experience 
that primary prevention through the selection of healthy 
candidates produces beneficial results for both the officer, 
the agency, and the department psychologist in the long 
run. I have generally found my clinical experiences with 
the officers to be highly rewarding, and have found most 
officers to be more effective with personal problem sol
ving than those of a general clientele I see in a private 
practice. 

In spite of my generally favorable experiences with 
the majority of officers, I continue to be perplexed by 
the occasional police client I encounter who has generally 
had a successful career and has been relatively symptom 
free, who engages in self defeating or self destructive 
behaviors that on the surface appear to be unprovoked 
and unexpected. Officers who otherwise appear to be 
dealing effectively with their personal and professional 
lives seem to unexpectedly become the subject of an 
internal investigation because of a foolish and risky action 
or behavior such as driving while intoxicated, being 
seductive with a female subject, or taking other risk:, 
which could compromise or cnd their career. The 
remainder of this paper will further investigate and 
address the topic of the officer who contributes to his 
own failure and destruction after previously being 
evaluated in the selection process in favorable light. In 
addition, implications for psychological-intervention will 
be discussed. 

Personality theorists have for years addressed the 
strong propensity of man toward self-destruction. Freud 
addressed the theory of a "death instinct." I The readcr 
is additionally referred to the writings of Karl A Men
ninger who fUlther postulatcd theories that man is driven 
by unconscious contlicting motives that on one hand seek 
survival, and on the other to defeat himself or to die. 2 

Menninger credits in addition to Freud, -the writings of 
Sandor Ferenczi, Georg Groddeck, Smith Ely Jcllife, W. 
A. White, Ernst Simmel, and Franz Alexander for con
tributing to his understanding of self defeating impulses. J 



His observation is that there are endless methods available 
to destroy ones life short of a conscious self destructive 
suicide. An individual can mismanage his life in such a 
fashion that he can never find nor endure success. Alcohol 
abuse, failure to accept reasonable dietary and exercise 
principle~. involvement in dangerous or risky recreation 
pursuits. and mismanagement of ones finances may all 
appear to be common and typical characteristics of many 
of our acquaintances. As the symptoms contribute to the 
failures and problems in ones life, they also become tools 
to aid in a compromising self destructive or self defeating 
pattern that robs one of the .success that he may con
~ciously believe that he wants and deserves. The aggres
sive impulse is a powerful part of mans makeup, and 
when unsuccessful or frustrating encounters I'esult from 
the way we perceive our world and our role in it, the 
aggressive drives may be directed outward to those 
around us, or be directed inward in a more self destructive 
manner. There are hundreds of ways that everyone of us 
use to avoid giving in to destruction. Most of these are 
automatic and somewhat remote. However. if stresses 
continue to build up and the impulse to give up or suc
cumb to failure becomes stronger, the opportunities for 
self punishment arc also limitless. 

It is interesting to note that law enforcement personnel 
frequently remark about the stupidity of the majority of 
criminal!>. They note the obVIOUS clues and motives for 
bungled criminal acts. suggest that many criminals 
behave as if they want to be caught, and occasionally 
encounter the offender who hasn'l the courage to kill 
himself and provokes a situation where he invites death 
from the officers' weapons. It appears that there is an 
unconscious identification with the aggressor at times, 
as officers engage in similar behaviors that arc likewise 
foolbh. impUlsive, and unconsciously designed so that 
the officer is easily discovered, caught, and punished. 

Self defeating behaviors are certainly not limited to 
law enforcement pcr~()nnel. It is true that everyone has 
his own agenda and a style of adaptation of his own. 
There is some evidence however, that individuals in 
helping professions experience more vulnerability to self 
defeating patterns due to several factors. A further study 
of the individuals who choose helping professions, their 
conscious and unconscious motives for doing so, the 
environments in which they help others, and the reward 
or punishment system that aceompnnies that environment 
arc all important ractors in the understanding of resulting 
copying behaviors. 

Theoreticnl background regarding motivations for pur* 
suing helping careers hus been diseusscd by Freud in a 
number of papers. Dr. Edwurd She v in his book Good 
Cops/Bad Cops further cites Karl Abraham as a primary 
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contributor to the understanding of the rescue fantasy. 4 

Shev summarizes this quite well as it relates to police 
personnel. As the youngster relates to and perceives his 
environment and finds problems, he frequently responds 
to those perceptions with feelings that he should do some
thing to intervene or to alleviate the perceived pain or 
problem. From interviewing applicants for police posi
tions, in addition to knowing of histories of others who 
pursue helping careers such as nurses, ministers, and 
psychotherapists, there is frequently a theme present in 
the background where something has been problematic 
in family relationships. An absent father. an alcoholic 
parent, a chronically ill parent, an unhappy or combative 
marital relationship. or other similar situations can often 
provide a feeling in a child that he must do something 
to help out or at least be on guard to prevent further 
problems. While the child is frightened, frustrated, and 
inconvenienced by his situation. he stilI carries this 
responsibility either through specific behaviors and inter
ventions. or by secret wishes and good intentions. Older 
male siblings seem to be especially vulnerable to 
assuming a rescuing attitude, and it is interesting to note 
the extremely high percentage of police applicants who 
are oldeSlmale or only male children from families where 
there were observable problems that caused discomfort 
for family members. 

As the child matures, he develops either a neurotic 
and compromised form of helping others through unre
solved rescue fantasies, or develops a healthier resolution 
to this need to assume responsibility for others yet remains 
insightful enough to not feel compelled to do so. Either 
way. the tendency to seek personal validation through 
helping others remains. 

Officer applicants by the hundreds have over several 
years explained lhat their primary reasons for wanting a 
career in police work is "to help people," They also 
quickly add that "the work is interesting and will be 
different every day." A police department offers endless 
opportunities to help citizens in need and to protect the 
public. The police applicant with either resolved or unre
solved rescue fantasies might perceive an entire smorgas
bord of opportunities to help people once and for all. He 
may not yet realize that many cannot or will not be 
helped, or that departmental policies or other barriers 
might prevent him frolll finding satisfaction in helping 
the public. As cynicism sets in over a period of years, 
the well Illoti vated helper becomes frustrated and angry, 
the sume feelings he may have had in his youth as he 
accepted the futility of his situation at horne. 

The policeman in unifol111 symbolizes special things 
to the public. He is seen as u protector, the champion of 
what is right. a parental I1gure. u superego to remind us 



to be obedient and behave properly, and a resource for 
solving an endless list of problems. It is evident to this 
author that many officers who meet the highest level of 
qualifications to become officers have experienced the 
feelings of helplessness and futility as they have wrestled 
with their desires to rescue earlier in their lives. The role 
of policeman appears appealing in reducing feelings of 
helplessness, giving rise to superman fantasies. The 
experienced officer frequently finds this acquired role to 
be less desirable as time advances, suspecting that he 
and his family must be models of perfection. This 
becomes eventually an even greater burden than prior 
feelings of powerlessness, adding to the increasing anger, 
frustration, and cynicifm. 

Another appealing motive for seeking a police career 
relates to the agency environment as perceived by the 
recruit. The police department is really a subculture, and 
may represent a large and comfortable substitute family 
to the officer. At least the roles arc. clarified, the i:hain 
of command is consistent. The "family members" share 
a common purpose and goal, and the recruit. may perceive 
the police department as the benevolent parent who will 
provide validation, protection, opportunity, hnd security. 
In actuality, the rescuer sees an opportunity for fulfilling 
his most critical unresolved need: to be rescued rather 
than feeling the need to rescue. While this actually hap
pens for many, the majority of officers meet with negative 
responses from a less than benevolent parent, feel that 
the department may not really back them up when the 
"chips are down," the "brother" officers may be less 
trustworthy and loyal and indeed even be rejecting, and 
opportunities may be there only for the well connected 
officers. Once again, the need to be taken care of is 
thwarted, and another chapter is added where the I'escuer 
feels deceived and taken advantage of. A further result 
is more outward, or inward. 

As the internal and external stressors accumulate over 
the years, as realization of loss of opportunity and youth 
set in, and as the anger from deceiving ones self and 
being deceived by an unappreciative environment 
increase, the aggressive instincts influence the conscious 
and unconscious mind. The desires to live and survive 
may fot' many be replaced by self destructive instincw. 
Menninger addresses the conflicts of the unconscious 
wish to kill, to be killed, and wish to die. The officer 
who accepts the alternative of being punished for perhaps 
being unworthy, unacceptable, or unloved, participates 
in both his "killing," being killed, and dying in a diluted 
manner. He may involve himself in behavior that will 
prevent a promotion, result in suspension, cause acci
dents, or have accidents. The riskier behaviQr says, "I 
give up, I'm angry, and I don't want to continue to meet 
your expectations for me any longer." 
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The implications for the mental health providers in 
law enforcement agencies are twofold: (I) Provide 
therapeutic and educational opportunities for officers to 
assist them to become more comfortable with themselves, 
to be more real, resolved, with greater ego strengths. 
Officers who are too rigid respond to a strong superego 
and the accompanying self criticism. The officer who 
has little insight and is rigid is more susceptible to a 
crack or tear in the superego, and the self attacking ten
dencies of the superego may provide the outlet for the 
officers own aggressive impUlses. We already have fairly 
well developed selection techniques, and may need only 
to accept the challenge of being more willing to help the 
officer with his emotional growth. I suspect that this very 
evolution has taken place in the selection and training of 
psychotherapists. My memory of therapists I knew 25 or 
30 years ago differs considerably from those with whom 
r now associate. The present group seems to be generally 
more healthy in their emotional, social, and marital roles. 
They appear to be more "real, and the vast majority deal 
more effectively with their rescue fantasies than those of 
several years ago. This is due in part in training, super
vision, a more accepting public, and a clearer body of 
knowledge of human behavior. The same evolution could 
take place in law enforcement agencies. (2) Therapists 
should become more actively involved in "treating" the 
entire police "family." Concepts applicable to the ever 
emerging family therapy methods should be translated 
to treatment of the "police family." The unhealthy family 
member may only express the unhealthy symptoms for 
the family, and it may really suggest that the family 
rather than the symptom bearer receive the treatment. 

All families can be healthy or malignant. The rescuer 
develops his patterns as a result. of far,1ily dynamics, and 
must continue to participate in family structure the 
remainder of his life. If there are opponunities to develop 
healthier family relationship from the work "family," to 
develop healthier communication, to promote "fairness" 
and to 'reduce the binds in which we place officers in the 
police family, an overall benefit would be realized by 
the police community and ultimately by the community 
it serves. While this is a seemingly utopian goal, it is 
not totnUy unrealistic. There are opportunities for mental 
health personnel to include the "police family" in human 
relation dynamics to secure a better environment for the 
employee. Through coordinated efforts, agencies may be 
influenced to more appropriately attend to the emotional 
needs of police professionals. Police, psychotherapists, 
nurses, ministers, teachers, and other helping careers 
may continue to attract those with needs to rescue. Hope
fully, there can be opportunities to enhance the impulse 
to live and survive instead of provocative impulses that 
aggravate the aggressive instincts to self destr:l\;t, 
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THE QUALITY OF FAMILY AND MARITAL LIFE OF POLICE PERSONNEL 

Victor E. Bibbins, Ph.D. 

Family life has undergone great changes over the last 
thirty years. Many of the changes could be characterized 
as highly disquieting. The epidemic number of 
divorces-forced imperatives of single parenting
willfull decisions to exercise non-traditional life styles
responsibilities of duel career couples-advanced 
unisexual birth controls-unprecedented promiscuity 
and-the acute decline of a host of social/political/moral 
supports, have all contributed to the prolific decay of 
family life. History emphatically suggests that the family 
is the internal glue which holds a society together. There's 
a clear understanding that the binding of human societies 
are primarily transmitted through behavorial patterns 
emanating from family life (Hardy 1981). The evidence 
appears rather conclusive with regard to this matter. 
When families, on a large scale, cultivate a wholesome 
uniformity of its customs, habits a great deal of secure 
stability. This usually results in the family being able to 
subjugate life's transitionary forces. Conversely, when 
on a large scale, there is a collapse in imparting a whole
some uniformity of the customs, habits, and values of 
family life, the society associated with those families, 
tend to be in grave danger of assimilating traits which 
drastically alter and/or destroy it. An analysis of Chinese, 
Hebrew, Roman, and other civilizations distinctly 
exemplify this postulate. The fact of the matter is, that 
not only does the quality and well being of family life 
determine the very character of a society and/or nation; 
this is systematically accomplished, in a very non-dis
criminatory manner, embracing all its segments, irrespec
tive of race, religion, sex, financial and/or employment 
status. 

ft is not unreasonable to speculate that the decadent 
society, in all probability, is highly correlated with social/ 
behavioral breakdowns in its basic family system. When 
such conditions prevail, police personnel arc frequently 
summoned to restore order and tranquility. Discovering 
that gross inadequacies existed to properly address the 
increasing wave of domestic violence, many police 
departments across the nation, in the late seventies and 
eighties, instituted programs to better equip its personnel 
to meet the demMds of providing intervention services 
for domestic crisis. Studies have revealed that a sig
nificant proportion of homicides involved domestic dis
turbances. Furthermore, it was candidly l'Ccognized that 
more police officers were being injured while responding 
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to family disturbance calls than any other type calls for 
service (Buchanan 1983). With respect to reducing injury 
to police officers, while responding to domestic violence, 
and providing them with special skills to help resolve 
the highly volatile situations of such disturbances, much 
progress has been achieved. Notwithstanding, while our 
society continues to produce record levels of domestic 
disturbances, and police personnel are mandated to 
respond to these problems, with first hand interventions, 
minimal attention has been focused on the needs of police 
officers. Serious consideration to this equation, rather 
concisely reveals that police personnel, the interveners 
in crisis situations, need to be physically and mentally 
well grounded to adequately provide these services. Too 
often, this is not the case; for in far too many instances, 
the police officers who exercise the role of intervener, 
are, in fact, in great need of intervention services in their 
own life and/or family: 

The family life of police personnel is tremendously 
affected by the occupational demands and stress of their 
work. This is so much the case, that the police family 
has been empirically referred to as a high risk life-style 
(Depue 1981). The stressors of shift work, the constant 
reality of life/death considerations, negativeness and 
apathy from the public court system requirements, regu
lations and limitations, isolation and boredom, and 
organizational practices inherent to police operations, are 
some of the central forces which are believed to contribute 
pressure and strain on police personnel. The Niederhof
fers', in their book, The Police Family, refer to the police 
occupation as a jealous mistress. They contend that in 
the process of police personnel coping with, what they 
describe as, the omnipresent grip of their occupation, 
both their individuality and their nuclear family are trans
formed. The explicit implication of this is that the respon
sibilities of police work arc so arduous that they often 
generate behaviors/circumstances which supersede fun
damental family life relations (Niederhoffer 1978). It has 
been often noted that the police profession is more than 
just an occupation; it is a way of life. The dynamics of 
this phenomenon frequently has an extremely adverse 
reaction on the family life of police personnel; just as 
though the response was relating explicitly to a real-to-life 
mistress interfering with family relations. The reportedly 
high divorce rate among police personnel is certainly 
reflective of adversary family relationships often accom-



panying their life styles. Although there have been 
numerous reports concerning divorce among police per
sonnel, (Stratton 1978, Hurrell and Kroes 1975, Potter 
1978) there does not seem to exist any reliable statistics 
which actually confirm a precise national perspective on 
this issue (Terry 1981). There is one fact, however, about 
police marriages, which appears to be universally 
accepted. In the first three years of police marriages 
something very troublesome occurs. It is during the first 
three years that most police families in America are in 
danger of breaking up. Some police departments report 
break-up figures, in these early years of marriage, as 
high as seven or eight out of ten marriages (Rogers 1977). 
Irrespective of precise statistics of divorce among police 
personnel, or whether they are, in fact, greater than or 
equal to the national divorce rate, the fact remains that 
the consequences are nonetheless incredibly hideous. 

Contrary to the myth that police personnel are 
somehow exempt from the ravishes of human experience, 
there is a great deal of pain and anguish usually associated 
with family/marital conflict, estrangement and/or 
divorce. Extremely high incidents of alcoholism dmg 
abuse anxiety depression and other psychological and 
socially maladaptive behaviors, have been documented 
as often being directly related to family/marital discord. 
When these circumstances prevail with police personnel, 
there is a tremendous likelihood that unproductive 
behaviors/performances will occur in the work place. 
This essentially is not much different than what takes 
place with non-police when these problems are experi
enced. However, the impact with police personnel, in 
most cases, is far-reaching upon society. Imagine police 
personnel who have just had a knock down drag out fight 
with their spouse and are required to respond to a very 
similar domestic disturbance. At best, this requires a 
keen discipline to separate their work from their personal 
life. A deep argument with the little woman or big man 
has been known to result in such behaviors as slamming 
doors on the way to report for work. It is this type of 
pent-up emotion that may victimize the first few citizens 
this officer relates (Platt 1975). There is a growing school 
of thought which asserts there is direct connection bet
ween police stress, much of which is known to come 
from family/marital discord, and incidents of excessive 
force and brutality. This idealogy has mushroomed to 
the extent that courts have recently ruled that police agen
cies are, in fact, responsible for the psychological fitness 
of their personnel (Meredith 1984). Aside from the poten
tially counter-productive molds which seem latent in 
police personnel who experience family/marital life dis
cord, there are other social-political and cultural consequ
ences which seems to distract from the general wellness 
of society. 
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An abundance of literature which discusses the specific 
aspects of what really transpires within police families 
does not exist. In part, this is rather consistent with the 
secretive nature of the police sub culture. Moreover, this 
appears quite mdicative of the legendary behaviors 
actualized within its domain. The sterotypic John Wayne 
and/or Annie Oakely mentality is not readily open to, 
communicate any notion of needing help; for that may 
just signal a perceived role of weakness. One of the 
aspects that is clearly known about the family life of 
police personnel is that it significantly affects a large 
portion of police personnel's total life involvement. This 
seems true either from a positive or negative perspective. 
Studies have shown that one of the best predictors for 
success in police work and/or general life involvement 
is family stability (Rogers 1977). On the other hand, it's 
widely accepted that family/marital discord can greatly 
contribute to the downfall of one's personal and/or pro
fessional character. When family life is considered, in a 
generic sense, to include adult men/women relationships, 
this principle still seems to remain valid. 

The dynamics of transmitting and receiving stressors 
in and out of the police family have been examined by 
several researchers (Stel/mark 1982, Maynards 1982). 
Some of the factors which seem most problemmatic in 
achieving positive family relationships for police are: 
Authorative and insensitive demands on spouse/chil
dren-Breakdown and/or lack of commui1ication--Cyn
ical outlooks-Difficulty in maintaining .long range 
plans-Oishonesty and/or infidelity-Excessive drinking 
of alcohol-Insecurity concerning spouse's safety and 
activities- Intense involvement with police co
workers-Isolation from general community and 
spouse-Irregular schedules-Lack of outside interest 
and involvements-Limited time with family-Necessity 
of both marital partners to work-Necessity of second 
job-Over-protective attitudes/behaviors with spouse 
and/or children-Physical exhaustion form work
Psychological attachment and/or aggressive displacement 
of work at home- Weapons in the ,home. Each of these 
factors has a selective affect on the various family units 
of police personnel. In other words, some factors have 
meaning for some family units, while others do not. In 
most police families, there does however, invaribly seem 
to be a central problem in the area of communications. 
Most of the family/marital conflicts of police personnel 
seem directly related to poor patterns of communications. 
Other factors which seem highly pervasive in creating 
serious problems, within many police families are: -
Excessive and/or uncontrolled drinking of alcohol-,Real 
and/or perceived dishonesty and/or intidelity-Authora
tive and/or insensitive demands on spouse and children
Limited time with family-and Intense involvement with 



police co-workers. The amount of time accrued in the 
occupation of policing seems to be important in terms of 
how these factors are addressed. Research points out that 
after the initial and highly critical troublesome periods, 
early in police marriages there seem to emerge a steady 
character. Additionally, there is data that reports that 
second police marriages tend to be stable and endure as 
well or better than first and/or second marriages in general 
popUlation (Rogers 1977). 

The accelerated changes in society have introduced 
other factors in family life relations of police personnel. 
Just over the last decade there has been a significant 
influx of women entering policing. Bringing unique 
talents to the profession, women have generally been 
accepted as richly contributing to the improvement of 
the occupation. Nonetheless, police women have also 
created a number of new dimensions in police organiza
tions. The issues of: Single parenting-Police couples/ 
marriages-The male spouse-Sexual improprieties in 
the work place-and the real and/or perceived pressure 
from male/female police teams, are all factors that police 
agencies and their respective family networks have had 
to find effective ways to respond and adjust. Moreover, 
in a number of police departments the phenomenon of 
trans/homo sexuality has surfaced as a real concern. As 
reflective of the general populous, there has surprisingly 
been some problemmatic tendencies arising from 
increasing numbers of inter-racial police couples/mar
riages. 

The character and nature of police work has tradition
ally produced basic solutions to its problems from within 
its boundaries. In far too many incidences, police person
nel tend to believe that no one except perhaps my co
workers, really understand my thoughts and feelings. 
One of the consequences of this process ostensibly lends 
to a natural proclivity of intricate intra-organizational 
involvements. There are reports that indicate that it is 
not uncommon within a police agency to find a host of 
intimate interpersonal relationships extended throughout 
and between its various members, even sometimes to 
include its civilian personnel. Both on a conscious and/or 
unconscious plane, the spouses and/or children of police 
personnel are the prime recipients of the organizational 
behaviors transpiring in the work place. Many of the 
solutions which emerge from intimate police subculture 
intermingling, have been known for having minimum 
therapeutic value, being rather short-lived, and/or even 
sometimes being detrimental to other police personnel 
and/or their families. 

There is little room to question the premise that the 
future of policing necessitates renewed efforts aimed at 
maximizing human performance in the presence of ex
treme amounts of stress. The failure to reach the true 
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perfommnce potential of police personnel is due, in part, 
to police organization's failure to talk honestly abut their 
real weakness and vigorously explore solutions to their 
problems (Rotella 1984). There seems to be an over
whelming agreement that a large part of the problem and 
solution to improving the efficiency of human perfor
mance in policing lies in finding viable methods of impro
ving the quality of family/marital life of police personnel. 
The subject of marriage and family life development 
absolutely demands straight talk in order to influence 
positive change. Too often, in police organizations, this 
topic is taken lightly and/or clouded over (Rog<?rs 1977). 
Every police organization could benefit from the in
stitutionalization of therapeutic and preventive policies 
and programs to address the needs of its police families. 
Perhaps the most logical and natural place to start this 
process would be to secure a psychologist, counselor or 
specially trained mental health professional who under
stands the esoterics of police and their family/marital 
life. This is extremely important, in that the highly per
sonal disclosures of police personnel and their families 
require the most insightful and sensitive understanding; 
so as to reduce and prevent any threatening and possibly 
disruptive reactions. One of the most important aspects 
for the specialist working in this capacity, seems to be 
that of being perceived as an accepted part of the organi
zation. 

An essential provision for implementing helping ser
vices for police and their families, is to first secure a 
firm commitment from the agency's leadership. Such a 
commitment should certainly include a keen affirmation 
assuring confidential ity. Ideally, this commitment should 
entail a general policy statement authorizing a wide spec
trum of programmatic activity. The specific mechanics 
of providing services to police families need to be highly 
tailored to the specific parameters of an agency. One of 
the limitations of providing services to police families is 
that there is only a minimum amount or reliable data to 
help shape the specific services needed. Althuugh there 
may be great commonality among police organizations, 
their personnel and families; there may also be vast dif
ferences, just as one state of the United Stats is to another. 
It is highly questionable whether a program's services 
can, in fact, be useful if it is established on information 
other than what it is specifically designed to serve. Prog
rammatic services should, in nearly all cases, be de
veloped as inclusively as they possibly can to the issues 
and needs of an organization. This requires a certain 
amount of research to develop services consistent with 
an organization's specific needs. Whenever possible, ser
vices should stmt at the pre-hiring stage and extend to 
and through retirement. This is to say that there needs 
(0 be a holistic and continuolls trust in program services. 



A number of programs in spouse training, individmlll 
group family counseling-therapy sessions, family orien
tation programs have been instituted in various police 
agencies across the country. Many of these programs 
have reported a fairly respectable amount of success. 
Notwithstanding, offered by themselves, without other 
supportive on-going programs, they have the propensity 
to produce very little change in basic problems. The 
intensity of police work tends to necessitate intensified 
programmatic activity at nearly every level of an organi
zation to effectuate meaningful change. Police personnel 
must believe and feel that their involvement in a program 
is, first of all, safe in tern1S of confidentiality. Secondly, 
they must have strQrlg sense that their involvement will 
really help them andJor their family with their problems. 
Lastly, there must be some sort of built-in process which 
will facilitate renewal for the new attitudes/behaviors 
which emerge from program involvement. These dimen
sions collectively working together can create an environ
ment conducive for providing helping services. 

The basic element in providing family life treatment 
services to police personnel is self development. Whether 
this takes place in a traditional therapeutic setting such 
as individual/group counseling-therapy, or whether the 
activities are preventive in nature, such as: spouse train
ing, marriage enrichment, supervisory awareness instruc
tion or general sensitive training concerning police 
family/marital life issues-the focus needs to accentuate 
the social/behavioral process of unselfish sharing. As an 
essential component to self actualization, the conscious
ness of unselish sharing must be continuously per
petuated. All those who aspire to have tranquillity in 
their life must, in their own unique way, yield to the 
principles of developing themselves through unselfish 
sharing. Each individual must find an operable and satis
fying understanding of themselves before they can truly 
understand and/or satisfy others. Regardless of the 
philosophical background utilized in providing program 
services to police personnel and their families; if they do 
not foster an actualization of self, they are not very likely 
to facilitate much problem solving. By no means, should 
this be interpreted as an easy process to accomplish; nor 
is this process exclusively connected with any particular 
school of thought. On the contrary, the accomplishment 
of this consciousness usually requires comprehensive 
efforts. ancl can be implemented from a multitude of 
disciplines. 
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It is in the intimate confines of family life that the 
consciousness of unselfish sharing and knowing and 
feeling comfortable with oneself can be cultivated best 
and flourish the most. Fluid communications, a sound 
sense of trust and sensitive system of compromising are 
at the base of nearly all good family/marital relationships. 
These qualities, are all emanations of the developed self. 
It has been successfully demonstrated, in a number of 
police departments, that self development activities can 
heighten awareness which can facilitate improvement in 
family/marital relations. A clear recognition of the nature 
of their profession-Understanding the role that is 
required to exercise their professional responsibilities
Understanding the possible conflicts that can naturally 
arise from their professional involvement, including the 
impact on their family/marital life well-being-and 
foremost, understanding that the professional self is not 
necessarily the inner or total self, are central themes for 
aiding the development of coping/wellness strategies. 
One of the keys for advancing concepts, such as these, 
in police agencies is to implement these ideas in a variety 
of programmatic services to include all ranks of police 
personnel and their families. It has been discovered th it 
police organizations benefit from these services the m0st 
when they are also extended to their civilian personnel. 
There seems to be a tendency for the civilians in police 
agencies to assimilate the stressful character of the police 
environment. To avail such services to civilians in police 
agencies is believed to increase organizational harmony. 
Heavy emphasis should be exercised with respect of pro
viding these program services to all entry level personnel 
and their families. This has been found to be an excellent 
technique to interpolate new layers of this kind of con
sciousness in the work place. 

The excalating forces of stress on police personnel and 
their families, can be manipulated to derive high levels 
of self mastery, well ness and productivity. As with many 
other aspects of life, a mature healthy marriage and family 
life requires a give and take proposition. Neither police 
work or family/marital life, in this day and age, are easy. 
They necessitate special efforts, e~pecially openness in 
communication, trust and compromising. Overcoming 
the potentially destructive side of policing is highly con
tingent on providing helping services to police families. 
The reality that police personnel and their families con
stitutes a type of family-subculture, should be utilized as 
a real means of strength, for developing, promoting, and 
advancing services which support one of OUI' primary 
sources of help, our society of police. 
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PSYCHOLOGICAL CONSULTATION TO "DISTRESSED" UNITS: 
OPPORTUNITIES AND PITFALLS 

Palll R. Cia velie , Ph.D. 

One of the most challenging and potentially-rewarding 
jobs for me as a police psychologist usually begins with 
a rather innocuous sounding phone call. Those of you 
who work full-lime Within an agency will recognize it. 
It usually begins something like this: "Doctor ClaveJle, 
this is Captain Smith from Unit X. We've noticed a lot 
of tension in our people lately. and I was wondering if 
you might give a class on stress management or hold a 
workshop or something for them. This is a high-stress 
assignment, and we need to teach our people better ways 
to cope with it." 

In my three years as a police psychologist, I have 
responded in !:tome fashion or another to several such 
requests. I would like to share with you today my obsel'~ 
vations on the opportunities and pitfalls which such con
sultations present. 

As I was preparing this talk, I realized that it was no 
accident that I had chosen this topic for my presentation, 
The sense of accomplishment to be derived from such 
work is enormous, but the challenges are many and the 
risks substantial. It was, I'm sure, out of a personal sense 
of wanting to clarify the issues involved in such work 
that I decided upon this topic. 

The quality of my consultations ha!>. in my opinion, 
ranged from excellent through nearly ~alamitous. It was 
often only in hindsight that I was able to discover (or 
delude myself into thinking I had discovered) the reasons 
1'01' the success or failure of my interventions. This paper 
is my qttempt to make sense of why such consultations 
vary so much in their effectiveness. 

There are probably some topics which can be presented 
in a relutively antiseptic. straightforward manner, which 
will not calise people to question themselves, their super
visors. their subordinates, and their work situation in 
general. Stress management, in my experience, is not 
one of these. And it is this very issue which J believe is 
so important to discuss early on with the representatives 
(usually supervisors) from the llnit requesting consulta
tion. Most people lhll1k of H c1a~s in ruther concrete, 
static terms. It is a period of time devoted to the transmis
sion of inform;ltion from an expert to II group of non· 
experts. This inforrnlltiun helps one to perform one's job 
better or cope beller 01' understand better, In sllch a 
straightforward approach, n class may be boring, or 
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repetitive, or irrelevant, but it is usually not disruptive. 
At worst, one has wasted time by attending. 

Stress management classes, at least as taught by myself 
and most psychologists 1 know, do not usually fit into 
this static mold. People are encouraged lfl examine'them
selves (their private lives and their work lives) for stres
sors. Openness is encouraged; discussion is fostered; a 
problem-solving attitude is recommended. Change is seen 
as a sign of vitality. Questioning one's self, as well as 
others, is viewed as healthy, 

Within such a framework, it is almost impossible for 
an individual to avoid facing some tough issues: personal 
traits he realizes he should change; interpersonal styles 
which increase his (and other people's) level of stress; 
organizational problems which result in tension and 
undue stress. 

In summary. a thorough stress evaluation is necessary 
before effective stress management procedures can be 
designed. One complication of such an approach is that 
one can never be sure what the problems are, and there
fore what the solutions might be until people have had 
a chance to evaluate themselves and the situation, That 
is something which I cannot do for them. I can structure 
their inquiry to some extent ("Fill out these five question
naires"); I can never predict what the important issues 
will turn out to be. They may be some combination of 
those three. 

Getting back to Captain Smith, who is calling to 
schedule a stress management class for his unit, r believe 
it is important to explain to him the nature of stress 
management interventions and to explore with him the 
options available. I have offered four levels of interven
tion-eaeh one appropriate at different times to different 
unjt~, 

The least obtrusive type or consultation often turns out 
to be a one-on-one session with a supervisor who recog
nizes that his unit is not functioning well, further recog
nizes that his interpersonal or managerial style is part of 
the problem, is searching for ways to improve thllt style, 
but is not yet ready to expose himself to group feedback. 
This seems to be the most effective level of intervention 
when a new supervisor is still unsure or himself Of when 
the level of dissension and distress within 11 unit is so 
severe that group discussions would generate Illore heat 



than light. 
Another type of intervention is the formal, structured 

class on stress management for the entire unit. Typically, 
this combines information on the nature of stress, explo
ration of the sources of stress, and a final section on 
stress management techniques, ranging from relaxation 
exercises to organizational changes. The instructor con
trols the content and pace of the class, and can allow as 
much (or as little) participation as possible. He can make 
it as personalized (or depersonalized) as he wishes to. 
Even in such a class, though, strong feelings and dissatis
factions may be voiced. Stress management cannot be 
taught in a vacuum. 

The third approach is the workshop format. It places 
less emphasis on theory and instruction and more on 
practical problem indentification and problem-solving. 
Discussion is fostered. Varying opinions are sought out. 
Expectations of change are higher; individuals are often 
more uninhibited and straightforward, therefore also 
more vulnerable. 

The fourth type of intervention is the least inhibited, 
the most direct. It is a group meeting focused on one or 
several specific issues. The general topics of stress amI 
stress management are of lesser concern; the problems 
are real, usually well-known to all, and emotions run 
high. Individuals are most vulnerable in this setting 

Each of the above approaches can be benellcial. Each 
also presents its pitfalls. Before deciding upon which one 
to use, I think it is u:"eful to discuss the options with the 
supervisor (and also, if' appropriate, the entire unit) and 
to evaluate certain key factors. 

The following considerations seem to me to be some 
of the moSI important: 

I. Have the members of the unit been consulted'? If 
so, how do they perceive this request for a stress manage
ment class? If not, why not? 

Since officers will comprise the bulk of the class usu
ally, it is critical that they understand and, at least at 
some level, agree with the need for such u class. I I' it is 
perceived as just one more requirement forced upon them 
by supervisors, it will be attended grudgmgly. Participa
tion will be minimal. The backlash of resentment may 
well not be worth the effort. 

A stress management class requested by a supervisor 
who has deliberately not discussed the idea with hi!. sub
ordinates is. in my experience, almost surely a symptom 
of severe organizational prohlems. The very requcst often 
rcfleets the supervisor's style of interacting with his sub
ordinates, i ,e .• "here is something which I have decided 
is good for you. You will do it, and the problems (What
ever they are) will have been addressed. I will have 
fulfilled my obligation." In this instance, one-to-one con-

sultation with the supervisor is called for before pro
ceeding further. 

I do not mean to imply that a unit's response to the 
idea must be ovewhelmingly positive and eager. One 
must anticipate the usual, healthy expressions of resis
tance and skepticism to a proposal which is supposedly 
intended to "help them". That is, however, quite different 
in tone and quality from a reaction of silent, fearful anger, 
or outright hostility. 

2. What are the supervisor's goals'? What does he want 
to accomplish'? 

He may not be clear on this point. As a matter of fact, 
he will often have only a vague idea that something is 
wrong and that something needs to be done. He may, in 
other words, simply be responding to an adage which, 
I'm told, often holds true on the street, "Do something; 
anything is better than nothing". That mayor may not 
be true on the street. but, as a management technique, 
it certainly has its limitations. Doing something is not 
always better than doing nothing. 

When is "doing something" worse than "doing 
nothing"'? The list of occasions is probably inexhaustible, 
but let me cite a few. Conducting a stress management 
class or workshop or group discussion is probably unwise 
when a supervis()r has targeted certain individuals as 
trouble-makers and will usc materials brought out in the 
class against them; when the unit is on the verge of 
mutiny, and the supervisor is not prepared to face the 
emotions which might be fueled by the discussion; when 
suspiciousness is long-standing and rampant and will 
effectively stine pmticipation. 
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A more appropriate intervention at this point is often 
to explore with the supervisor his reasons for feeling that 
he has to do something and to help him exp,lIld his list 
of options. His request for a stress management class, 
in other words, may have been his way of asking for 
consultative help. A class might be the least appropriate 
way of providing that help. 

On the matter of goals, it is wise to explore another 
issue: what will be the unspoken goals or expectations 
of the group'! Will the unit be anticipating major changes 
as a result of this meeting'? If so, are the supervisors 
prepared to consider and implement such changes'! 
Raising expectations of change, und then not following 
through with action, will only worsen the situation in a 
distressed unit. 

I want to emphusize at this point the importance of 
follow-up in many stress-management consultations. It 
is un issue which I always raise with units before 1 provide 
consultation., Do thcy see this as u one-shot class'? Do 
they anticipate Ihnl somc isslies may require ongoing 
discussion, and therefore that they muy wanl t() meet 



again to re-evaluate the situation, assess the impact of 
any changes, etc.? I do not expect a firm answer. That 
usually only becomes obvious during the stress-manage
ment meeting. But a supervisor's or group's willingness 
to at least consider follow-up is often a good gauge of 
the level of their motivation. 

3. Are there any hidden agendas? Reasons for holding 
the class which are not immediately obvious'? 

Have you ever gotten pulled into a situation, been 
described in overly-glowing terms as the guru ("You're 
the doctor. We'll listen to whatever you say"), only to 
realize slowly, painfully, with a gueasy feeling down in 
the pit of your stomach, that there was more to this than 
you realized. Fritz Perls, if I remember right, used to 
call this the therapist's "bear-trap". As we all know, it 
is a major issue in marital or family work. In organiza
tional consultat; ~In, I suspect it is even more prevalent 
and difficult to address well. 

I tind that the best way usually to deal with such issues 
is directly, both with the supervisor at tirst and, if approp
riate, with the whole unit at the beginning of the training 
session. At least then the issues are on the table, and 
unspoken agendas don't sap the life out of the class. 
Examples of such issues include: (a) Our unit has a com
plaint, and has been unable to get action through regular 
channels. You, as a psychologist, will intervene for us, 
once you hear our story; (b) You will recognize that 
certain members of our unit arc distressed, and wiIl be 
able to do something about it; (c) You will take sides in 
a complicated disagreement among unit members. 

These are all issues which mayor may not be approp
riate ones for us to deal with as psychologists. My point 
is that, if they are dealt with, it should be directly, not 
under the guise of giving a stress-management class. 

4. Who, if anY9ne, will be threatened by the fact that 
this session is held? Will anybody feel that they have 
something to lose by participating or not participating in 
the class? 

Someone, in even the best functioning unit, will be 
uncomfortable at the thought of attending a stress man
agement class. Someone will feel threatened. If the dis
comfort and the feelings of threat are apt to be severe, 
one must, I believe, weigh them against the potential 
benefits. Some threats, especially the intrapsychic, may 
be impossible to predict (e.g., the individual who is going 
through the early stages of a major life transition and 
who is still denying the importance or extent of the 
coming changes). Some others will be readily identifiable 
(e.g., the unit member who recently underwent II major 
:!motional crisis which was known to his colleagues; the 
officer who is currently being investigated by Internal 
Affairs on a serious charge). 
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These people, and others, may feel quite rightly that 
they have a lot to lose, not only by attending but by the 
simple fact that the class is being held. They may indeed 
even feel that their well-publicized "breakdown" was the 
impetus for the class, and they may be right. The value 
of the class needs to be weighed against the embtlITass
ment which might be caused to such individuals. 

5. Will it be voluntary? 
Let me start off by saying that some of the best unit 

consultations I've been involved in have been with units 
where participation was not voluntary. That goes against 
common sense, at least my idea of common sense. I 
almost always assume that people will benefit from 
psychological intervention only if they participate volun
tarily. 

My only explanation is that, in the two cases I have 
in mind, everything else was working in favor of a suc
cessful intervention. The unit kadel'S were open and 
respected by their subordinates. !ndeed, they set the tone 
early on in the day-long session by soliciting and 
accepting criticism in a non-defensive, non-vindictive 
manner. The unit members were bright, well-motivated, 
and psychologically astute. There was no threat of retali
ation, either actual or assumed. 

I will disregard my limited experiences in this matter, 
conclude that they were unrepresentative, and state that 
stress management usually works best with volunteers. 
I would appreciate your comments and experience in this 
matter. Perhaps the key issues are not only voluntary or 
involuntary participation, but also other variables such 
as the quality of the supervisor's participation or the 
perceived threat from participating. 

6. What will be the role of the supervisors'? Will they 
be present? Will they participate'? 

A supt~rvisor's presence may well inhibit discussion, 
but, in my experience, it does not have to. llmay indeed 
foster communication and openness if the supervisor 
models such qualities. 

The critical nature of the supervisors' example can not 
be overstated. A captain who orders a class for his people 
but docs not attend because he's too busy; a lieutenant 
who feels that this is just one more requirement foisted 
upon him and his unit; u sergeant who attends unwillingly 
and sits sullenly throughout the meeting because he 
"knows what the real problems are and nobody is gOiilg 
to do anything ubout them anyway": these supervisors 
will probably set the tone for the meeting. 

Conversely, supervisors who attend the meeting, par
ticipute in the discussion, and "take their lumps" also 
serve as models for the other unit members. Without 
exception, the most successful unit consultations I have 
conducted have been in groups where supervisors took 



an active, supportive, non-punitive role. 
If my list of considerations seems lengthy, it is because 

I believe that effective intervention with a distressed unit 
is a difficult task which needs to be undertaken with a 
good deal of respect for the complexity of the situat~on. 
When done well, it has results similar to effective family 
or marital work: a freeing up of expressiveness; an 
increase in tolerance; a healthier, clearer definition of 
power boundaries; a feeling among members that they 
have been listened to; a willingness to try new approaches 
to old problems; a lessening of tensions within the group. 
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When done without adequate planning or awareness of 
the situation, it can just as easily backfire and lead to 
increased suspiciousness and distrust; re-establishment 0 

excessively rigid behavior patterns; cynicism; and gener
ally higher levels of stress. 

I believe that by considering the various factors listed 
above, a psychologist can plan effective, appropriate 
interventions and maximize the odds of their success. 
Stress management intervention with a unit which is 
asking for help is more than just a matter of presenting 
a class. It is a matter of understanding what that request 
for help means and then responding appropriately. 
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STRESS IN UNDERCOVER POLICING 

Gary M. Farkas, Ph.D. 

"Police Stress" is a phenomenon that is widely dis
cussed, not only in the criminal justice literature, but 
also in psychological publications and the popular media 
(e.g., Davidson & Vena, 1980,' Kroes, Margoles, & Hur
rell, 1974; Winokur, 1982). Typically mentioned as fac
tors related to the development of distress in police offic
ers are perceptions of inadequacies of the courts, poor 
administration, bad equipment, shift work, boredom, 
pay, and lack of promotional opportunities. 

One aspect of policing, undercover investigation, has 
received very little attention, perhaps as a consequence 
of its very nature. The stress of working in an undercover 
assignment has not, to our knowledge, been discussed 
in professional journals. One may assume, however, that 
federal agencies employing large numbers of undercover 
operatives may have studied "undercover stress" for in
ternal consideration. 

A number of types of undercover policing exists, each 
with its own particular set of stressors. At the most basic 
level is plainclothes surveillance and enforcement, con
ducted by non- unifQrmed officers either on foot or in 
car, who when necessary will identify themselves as 
police officers. The second level of undercover work 
consists of "deep undercover", where one's identity is 
changed with false papers, appearance is altered by hair 
growth and costuming, and one's contact with family, 
friends, and other police officers is strictly limited. Offic
ers working deep undercover hold the responsibility of 
infiltrating a target group by befriending its members, 
and covertly cOllecting evidence of illegal activities. 
These types of investigations sometimes takes several 
years in order to accomplish its aims. It is the deep 
undercover officer, therefore, who may be at greatest 
risk for the development of a stress disorder. 

As a consequence of the public's fascination with 
police matters, the popular literature is not totally devoid 
of accounts of "undercover stress". Ufu/erm(/fl (1981) 
described the changes in Dan Black, a veteran California 
police officer who became a deep undercover narcotics 
officer at age 27. Black wus the youngest police sergeant 
in the history of his city's police force and was selected 
for his assignment because of his high motivation, 
energy, and dedication. During two years of intense un
dercover work, however, Black became an alcoholic and 
a drug abuser. When he was reassigned to uniform duty, 
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he got divorced and quit the force. Two months later, 
he committed anned bank robbery. 

Linderman's (1981) account of the behavioral changes 
occurring in undercover officers is not unique. Eisenberg. 
Dan and Landau (1978) detailed similar alterations of 
personality in agents working for the Mossad, the Israeli 
Intelligence agency. In one example, Agent Eli Cohen, 
after working for eighteen months undercover as an Arab 
businessman in Syria, suffered such role ~onfusion that 
he wasn't sure of his true name or who constituted mem
bers of his family. 

Labrecque (1982) recounted the case of FBI agent 
Patrick Livingston, who worked undercover for 2'12 years 
in the well-known MIPORN investigation. Livingston, 
an agent with impeccable credentials, was behaving so 
erratically after the investigation concluded that his super
visor guided him into counseling. Unfortunately, less 
than two years after MIPORN came to light, Livingston 
was arrested for a shoplifting offense. Subjected to FBI 
disciplinary action, Livingston claimed that he adopted 
his undercover persona even when he didn't need to for 
reasons which he was unaware. A psychiatrist testified 
that his behavior was a "cry for help". 

Daley (1981) provided perhaps the most stunning 
depiction of personality changes occurring as a consequ
ence of prolonged undercover operations. Daley's 
account concerned Robert Leuci, a New York narcotics 
detective who was the model for the protagonist in the 
movie Prince of the City. This story revealed that the 
corruption of the narcotics officer happens not in a single 
stroke of greed and effort, but as a consequence of a 
gradual erosion process, a process that Leuci, himself, 
considers inevitable in undercover work (Leuci, Personal 
Communication. April, 1982). 

In a recently declassified study, the Federal Bureau of 
Investigation (FBI, 1980) interviewed 76 agents with 
extensive and frequent undercover experiences. Results 
of this study suggested that the major sources of stress 
in deep undercover work were supervisors/subordinate 
relationships, role requirements of the undercover offic
ers, and strain on marital and social relations. Major 
psychological reactions observed were symptoms of 
paranoia, changes in attitudes toward certain laws, sym
pathy for the views of the criminal target, and "corrosion" 
of the agent's value system. 

I 
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The present study was initiated as a result of the con
cern of the Honululu Police Department's administration, 
who approached the author for consultation regarding 
stress symptoms in a former undercover officer. After 
initial inquiry, the author suggested a full-scale study of 
the problem. With the cooperation of the administra~ion 
and former and current undercover officers, two experi
ments were undertaken to assess the nature and degree 
of distress related to deep undercover work, and how it 
may influence performance both as an undercover officer 
and in later assignments. The goal of the project was to 
provide concrete and data-based suggestions for adminis
trative review so as to implement changes in order to 
make undercover work less stressful to the benefit of 
both officers and operations. 

EXPERIMENT 1 

METHOD 

Subjects 

A total of 82 current and former undercover (UC) 
officers from the Honolulu Police Department were sub
jects of the present study. Of this number, 68 were former 
UC officers still employed with the Department, nine 
were current UC officers, and five were former UC 
officers iiC longer with the Department. The total number 
accourits for the entire available population of UC officers 
used by the Honolulu Police Department between 1969 
and 1981. I The mean age was 26.2 years with a range 
of 20-42 yeurs. 

Subjects served in an undercover capacity from one 
to 48 months (mean = 13.3 months). Subjects were 
assigned to either NarcoticslVice (35.4%), Criminal 
Investigation Division (cro, 31.7%), Criminal Intelli
gence unit (5%) or other (3.8%) divisions during their 
undercover experience. 

All subjects had at least a high school education, with 
21 % having an AA degree and 17.3% having a BA 
degree. Only asmall number (7.3%) of the group attended 
police recruit school prior to initiating their undercover 

• 1 
assignment. -

Survey Instrument 

All subjects completed a rationally derived survey con
sisting of 12 I items believed to be related to the develop
ment of stress among officers involved in undercover 
operations. Items were constructed on the basis of inter
views with several former undercover officers and were 
organized into sections assessing mental status 
(psychiatric symptomatology) before, during, and after 
the undecover assignment; lifestyle changes resulting 
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from the undercover work, perceptions fo departmental 
support, attitude changes, as well as demographic infor
mation. 

Procedure 

Owing to the confindential nature of undercover work, 
conflicting work schedules, and geographical distance in 
some cases, administration of the survey varied somewhat 
between groups. Most former UC officers still employed 
by the Department were administered the survey in two 
groups over a period of two weeks. Sev.eral officers on 
vacation or sick leave completed the questionnaire inde
pendently. The site of the administration was a classroom 
within the Honolulu Police Department. Subjects were 
told of the importance of obtaining information regarding 
the stress factors involved in undercover work, and of 
the complete anonymity of their responses. 

To assess the group currently undercover, the first 
author met separately with each individual at a site away 
from the Department, during which time the subject was 
interviewed and administered the survey. Due to the 
nature of the testing, it was obvious that the responses 
of this group could not be guaranteed to be anonymous. 
Assurances were given, however, that all data would 
be summarized prior to administrative consideration and 
no identifying information would be linked to any 
individual. 

Twelve former UC officers no longer with the Depart
ment were mailed a copy of the survey, along with a 
cover letter, stressing the importance of the information 
and the anonymity of responses. The first mailing pro
duced a return of four questionnaires. A second mailing 
netted one additional instrument, providing a 41.7% 
return rate, quite considerable given that some of these 
ofticers failed to leave forwarding addresses. 

RESULTS 

Initial comparisons were made to determine the exis
tence of differences between the three UC groups. Few 
significant group differences were obtained, and these 
may have been due to chance, given the large number 
of comparisons made. The following results are therefore 
based upon aggregate data. 

Psychiatric Symptomatology 

Ratings of Symptoms 

The degree to which 21 psychiatric symptoms occurred 
immediately prior to assuming the undercover assign
ment were retrospectively nlled. Four symptoms were 
endorsed by at least J 0% or the sample as either occurring 



"often" or "always" (rated 4 or 5 on a five-point scale). 
These symptoms were loneliness/isolation (19.4%), over
suspiciousness (15.2%), nervous tension (13.3%) and 
relationship/marital problems (11.3%). 

As a broad index of the stress of undercover work, 
retrospective ratings of psychiatric symptoms were made 
for feelings and experiences during the undercover 
assignment. Seventeen of 21 symptoms were given at 
least a 10% endorsement at the "often/always" level with 
eight endorsed by at least 20% of the sample. Highest 
ratings were again obtained for oversuspiciousness 
(44.0%), nervous tension (39.0%), loneliness/isolation 
(37.0%), sleep difficulties (28.3%), relationship/marital 
problems (27.6%), poor concentration (26.2%), deper
sonalization (21.2%), poor memory (21.0%) and alcohol 
abuse (19.5%). 

Regarding remnants of psychiatric symptoms after the 
cessation of the UC assignment, much stress appears to 
be relieved, with the exception of loneliness/isolation 
(37.5%), oversllspiciousness (19.5%), relationship/mar
ital problems (14.2%), and alcohol abuse (12.5%). Table 
1 gives a complete listing of the symptoms and the per
centage of responses to the two highest levels of endorse
ment (i.e" "often" and "always"). 

Table I. PERCENT OF RESPONSES TO PSYCHIATRIC 
SYMPTOMS AT THE TWO IIIGIIEST LEVELS 
OF gNDORSEMENT. 

ut ASS(~IIII1C!/ll 
SYIII/lIOII/ llefor!! [)urlllil Afier 

Not Sleeping Well 6.1'7< 2S.:Wo 7.0% 
Loneliness/isolation 19A'i( 37.0% 37.5% 
Excessive Use (If Alcohol :U% 19.7% 12.5% 
Drug Abuse 0.0% 1.2% 1,4<;1· 
Rclation~hip/Mantal Problems IU'7< 27.6C.f 14.2% 
Luck of Energy 2.40/( 10.0% 7.0% 
Sadness 7.3% 1:l.3% 5.4% 
Low Self·Esteem 72% 1.l.5% 4.1% 
Crying Spells O.OCk 2,4% 2.7% 
Nervous Tcn~i()n or Anxiety I.l.::lflc 39.0% 9.60/~ 

Guill 7.2% 11.0':f; 6.9% 
Feeling of El11ptinc\~ ~.7lJt 12.3% 7.0% 
Self·Poubt fi.IQ 11).5% 1.4')l: 
Conrusion 7.3':{ 19.7C,f 4.3% 
B.xpcriencing Sclf"Unrcal" 7.7r,f 21.2% 2.8% 
Disorientation 2,SCk J3.7'1l 1.4'7c 
Oversuspici(1uncs~ 15.2% 44.0'7< 19.50/" 
Suicidal Thought~ O.()llc 0.0'7< 0.0'Yc 
Poor Concentration n.OI/!: 26.2% 4.2% 
Poor MCll10ry 1.21/!: 21.0t;f 2.7C7r 
Hearing Voice, 1.2'lr 0.0% O.Or,'1 

Causai Analysis 

In order to examine what variables might be causally 
related to the psychiatric symptoms, a stepwise mUltiple 
regression analysis was performed on a composite value 
derived from the 21 psychiatric symptom ratings at each 
time period. 

The stepwise procedure indicated that I 1 % of the var
iance related to the degree of psychiatric symptoms felt 
before the UC assignment could be explained by the 
"amount of pressure" one felt to take the UC assignment 
(f = .11 , p<.O 1). In support of this finding, one quarter 
(26%) of all subjects reported being under "much pres
sure", to accept the assignment, while 41 % reported "no 
pressure". 

Regarding the degree of psychiatric symptoms experi
enced during the UC assignment, the stepwide procedure 
indicated that 55% of the response variance could be 
explained by: "not being able to talk about the assign
ment" (!2= .48, p<.Ol); the degree to which relation
ships changed with the subject's family and friends 
(!2= .05, p<.05); and the number of months on assign
ment (f= .02, p<.05). This last variable was found to 
have an inverse relationship, indicating that the greater 
the length of time on assignment, the lesser the severity 
of psychiatric symptoms reported. 

Finally, 56% of the response variance related to the 
degree of psychiatric symptoms experienced after the UC 
assignment was found to be explained by: "not being 
able to talk about the assignment" (f = .37, p<.Ol); level 
of education (£2 = .14, p<.Ol); and type of living situa
tion ajter assignment (!2 = .07, p<.O I). Inverse relation
ships were fOllnd for the last two variables, indicating 
that the higher the level of education and the more positive 
the living situation (e.g., living with spouse vs. living 
alone), the lesser the severity of psychiatric symptoms 
reported. Table 2 summarizes the findings of the stepwise 
procedures. 
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Table 2. SUMMARY OF VARIABLES FOUND TO BE 
RELATED TO PSYCHIATRIC SYMPTOMS USING 
STEPWISE MULTIPLE REGRESSION ANALYSIS. 

Psychiatric Symptoms Prior to UC Assigllmellt 

I. Amount of Pressure Felt to Take UC Assignment 

Psychiatric Symptoms Durillg UC Assigllmellt 

I. Not Being Able to Talk About Assignment 
2. Degree Relationship Changed with Family/Friends 

Due to Assignment 
3. Number of Months on Assignment 

Psychiatric Symptoms After UC Assigllment 

I. Not Being Able to Talk About Assignment 
2. Level of Education 
3. Living Situation 

*p<.05 
**p<.OI 

Developmellt of Psychological Problems 

.1 L ** 

.48** 

.05* 

.02* 

.55 

.37** 

.14* 

.07* 

. 58 

Subjects were asked when, if at any time during their 
UC experience, they may hi ve started to experience 
psychological problems. Thirty-nine subjects (47.5%) 
denied the occurrence of psychological problems. Of the 
52.5% who admitted to problems, these psychological 
problems occurred within a mean of 5.2 months 
(mode=2 months). Of the entire sample, 32% reported 
that they would have found it useful to have had contacts 
with a psychologist during their UC assignment. 

Those stating that contacts with a psychologist would 
have been helpful reported performing activities contrary 
to deeply held values (r= A6, p<.OI), experienced gre
ater "sadness" during (r = - AI, p<.O I) and after 
(r= -.39, p<.OI) assignment, and greater feelings of 
,;guilt" during (r=-.30, p<.OI) and after (r=-·.39, 
p<.OJ) the assignment. 

Subjects endorsing the value of psychological contacts 
reported greater feelings of nervous tension (r = - .37, 
p<.OI), confusion (r= -.37, p<.OI) and disorientation 
(r= - .35, p<.OI). Also related were a higher degree of 
r~lationship and marital problems (r = - .33, p<.O I), 
stress due to secrecy (r=-.34, p<.OI), and isolation/ 
loneliness (ro;:; -.33, p<.OI). 

In orde; to evaluate the relationship between 
psychiatric symptoms occurring before, during and after 
the UC assignment, the respective composite psychiatric 
symptoms scores were con-elated. Resulting Pearson cor
relations indicated significant associations between rat
ings of stress prior to and during assignment (r= .63, 

p< .01), prior to and after assignment (r= .51 ,p<.Ol)and 
during and after assignment (r=.76, p<.Ol). 
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Stress alld Isolation 

Given the significant association found between 
reporting not being able to talk about the assignment and 
stress symptoms, the hypothesis that stress due to secrecy 
of assignment may havf~ been more prevalent in UC 
officers who worked independently versus those who 
operated in groups. Analysis of variance procedures indi
cated that officers worklng alone were less able to fully 
associate with their friends and family, F (1,71) = 4.27, 
p<.05, perceived more behavior change on the part of 
family and friends, E. (1,71) = 5.63, p<.05, perceived 
that family and friends suffered greuter stress due to their 
new lifestyle, E. (I ,69) = 7A3, p<.OI, and experienced 
greater feelings of loneliness E. (1,71) = 4.98, p<.05 . 

Stress as a function of working in isolation was further 
examined by inspection of the psychiatric symptom com
posite scores. An analysis of variance failed to discrimi
nate between composite scores for officers working in 
groups and officers working independently for any of the 
three time periods (before, during, after). 

Attitude Change 

Of the total UC sample population, 17% reported that 
extreme personal changes had taken place after com
pleting their assignment. Within this group, 41.8% 
reported that this change was mostly positive while 12% 
reported that the change was mostly negative. Regardless 
of direction (e.g., positive or negative), con-elational 
analysis indicated that the greater the amount of change, 
the greater the tendency there was to report psychiatric 
symptoms. Further, the greater the change, the greater 
the tendency to report experiencing special problems in 
the Department us a result of the UC assignment (r = 
.38, p<.OI), as well as a greater tendency to report the 
UC experience altered perceptions of the Department 
(1'=-.30, p<.OI). This last indication is supported by 
the fact that 36% of the total sample reported that their 
perception of HPD had been altered by the UC experi
ence. 

If subjects reported that their UC experience led them 
to have special problems in the Department, there was 
a tendency to report experiencing greater frequencies of 
psychiatric symptoms during and after the assignment. 
Table 3 lists the correlations for the most signii1cant 
symptoms in each time period. 

Of the total sample, 10% reported that the UC experi
ence was more of a handicap to theil' careers than a help. 
The greater the handicap reported, the greater the ten-



dency there was to report experiencing greater frequen
cies of a majority of the psychiatric symptoms during 
and after the UC assignment. Table 4 lists correlations 
for the most significant symptoms in each time period. 

Table 3. CORRELATIONS BETWEEN PSYCHIATRIC 
SYMPTOMS AND PERCEPTIONS OF HAVING HAD 
SPECIAL PROBLEMS IN THE DEPARTMENT AS 
THE RESULT OF UC ASSIGNMENT. 

Symptom 

Oversuspicious ness 
Low Self-Esteem 
Lack of Energy 
Relationship/Martial Problems 

*p<.05 
**p<.OI 

During UC After UC 
Assignment Assignment 

.29** .26* 

.26* .21 

.26* .23* 

.25* .15 

Table 4. CORRELATIONS BETWEEN PSYCHIATRIC 
SYMPTOMS RELATED TO REPORTING THE UC 
EXPERIENCE TO BE MORE OF A HANDICAP 
TO LATER CAREERS. 

Symptom 

Guilt 
Poor Concentration 
Low Self-Esteem 
Feelings of Emptiness 
Sadness 

**p<.OI 

During UC After UC 
Assignment Assignment 

!'. !'. 
=.35** = .48** 
= .40** = .34** 
=.39** = .39** 
= .38** = .38** 
= .37** =.37** 

A stepwise mUltiple regression analysis was performed 
on a composite variable consisting of items related to 
changes in attitude toward both UC work and the Depart
ment. It was found that 20% of the response variance 
was explained by amount of stress due to court cases 
(r= .20, p<.OI). 

A stepwise multiple regression analysis of items indi
cated that 30% of the variance related to having special 
problems in the department could be explained by: 
Experiencing problems in making the transition to another 
position (f = .16, p<.OI); and inadequacy of preparation 
and training for UC assignment (r= .14, p<.OI). 

Departmental Support 

Selection 

Of the total sample, 29% reported having received no 
information regarding the nature of their assignment prior 
to being sworn in and, of those, 65% felt such information 
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would have been useful in deciding whether to accept 
the assignment. Also, 58% felt that such information 
would have been helpful in adjusting to the assignment. 
These percentages are further supported by the fact that 
46% of the respondents made additional comments to 
open-ended questions relating to the lack of information 
given about the nature of the assignment. Correlational 
analysis revealed that if information was reported as not 
being given, there was a significant tendency (!= .26, 
p<.OI) to state that if the choice was to be made over, 
they would not choose to volunteer for UC work again. 
Significant correlations were also found between lack of 
assignment information and of lifestyle change informa
tion (!= .35, p<.Ol), and lack of adequate preparation 
and training (!= -.26, p<.Ol). 

Of the total sample, 26% reported feeling a great deal 
of pressure to accept the UC assignment if they were to 
be selected as police officers. Correlational analyses indi
cated that greater feelings of pressure were associated 
with greater feelings of guilt before (!= .33, p<.OI), 
during (!=,41, p<.Ol), and after UC assignment 
(!=.41, p<.Ol), self-doubt before assignment (!=.36, 
p<.OI), emptiness before (!= .30, p<.Ol)and during 
(!= .24, p<.Ol)assignment, and oversuspiciousness 
(!= .32, p<.OI), loneliness/isolation (!= .29, p<.OI), 
confusion (!= .25, p<.OI) before the UC assignment. 

A stepwise multiple regression procedure indicated t.hat 
21 % of the response variance related to perceptions of 
departmental support could be explained by: relationship 
after UC assignment (r= .14, p<.OI); and living situa
tion before the assignment (f = .07, p<.02). An inverse 
relationship was found with the latter variable indicating 
that the more negative the living situation (e.g., living 
alone vs. living with spouse) before UC assignment, the 
greater the. tendency to report departmental support 
during UC assignment was adequate. 

Training 

With regards to preparation and training, 56% of the 
subjects reported that the amount given was inadequate. 
Also, 41 % openly commented on the poor quality of 
preparations and training. Importantly, the correlational 
analysis revealed that the greater the tendency for subjects 
to report inadequate preparation and training, the greater 
the tendency to report higher frequencies of psychiatric 
symptoms (!'s ranged from - .37 to - .21, p<.05), more 
special problems (!2= -.28, p<.Ol), and greater likeli
hood of establishing friendships with criminals 
(r= - .28, p<.OI). 

Supervision 

Of the total sample, 25% reported that the supervision 



obtainel! after entering the UC assignment was "not 
adequate". In the open-ended questions, 41 % of the 
sample commented on the poor quality of supervision. 
Further, 41 % reported that feedback -on their performance 
was "not at all adequate", 28% reported that the "expec
tations of their supervisors were not adequately communi
cated," 20% that "promised backup support was not 
adequate", 34% that they had problems receiving 
paychecks, and 12% a need to talk to someone higher 
in rank than their immediate supervisor due to lack of 
trust in him. 

Job Transition 

42% of the total sample reported experiencing prob
lems in making the transition to another position after 
their UC assignment. If such problems were experienced, 
there was also a tendency to report a greater number of 
special problems in the department due to the UC experi
ence (!:= -.44, p<.OI), greater severity of psychiatric 
symptoms during and after UC assignment (( s ranged 
from -.38 to -.22, p<.OI), greater personal changes 
of a negative nature (!: = - .28, p<. 01) upon completion 
of UC assignment; greater changes in relationships with 
family and friends (!:= -.43, p<.OI), and a greater 
feeling that one's life was in danger after the UC assign
ment (!:= -.27, p<.OI). 

Lifestyle Changes 

Of the total sample, 48% reported that no information 
was given regarding changes that would have to be made 
in Ii festyle, prior to being sworn in. Of these, 51.4% felt 
this information would have helped in deciding whether 
to accept the assignment, and 75% felt such infomlation 
would have helped in adjusting to the assignment. 

Of the total sample, 41 % reported great changes in 
their relationships to family and friends; 33%, a great 
loss of contact with family and friends; 30%, a great deal 
of stress suffered by family and friends; 22%, changes 
in behavior of family and friends towards them; 37%, 
great difficulty in being able to freely associate with 
family and friends in public; and 33%, a great deal of 
personal stress resulting from not being able to talk to 
others about their UC assignments. 

Criminality and Dangerousness 

Of the total sample, 26% reported perceiving that their 
life was in extreme danger during their UC assignment. 
Correlational analysis revealed that the tendency to report 
higher frequencies of psychiatric symptoms both during 
and after UC assignment was associated with the degree 
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of dangerousness experienced or perceived. Table 5 gives 
the most significant correlations for each time period. 

Table 5. CORRELATIONS BETWEEN PSYCHIATRIC 
SYMPTOMS AND THE PERCEPTION OF 
LIFE BEING IN EXTREME DANGER. 

Symptom 
Nervous Tension or Anxiety 
Not Sleeping Well 
Disorientation 
Poor Memory 
Experiencing Self as "Unreal" 
Lonelinessllsolation 
Relationship/Martial Problem 

*p<.05 
**p<.OI 

During UC After UC 
Assignment Assignment 

!: !: 
.42** .34** 
.41** .30** 
.3?** .24* 
.23* .37** 
.36** .26** 
.37** .12* 
.34** .31** 

Of the total sample, 16% reported having "frequently" 
developed a friendship/loyalty with individuals engaged 
in criminal activity. 39% reported "occasionally"de
veloping such a relationship. Correlational analyses indi
cated that the stronger the relationship, the more it influ
enced the performance of their duties (!:=.47, p<.Ol), 
increased the frequency of engaging in criminal activities 
(!: = .40, p<. 0 I), increased the frequency of reports that 
backup support was inadequate (!:= .26, p<.Ol), 
increased the frequency of reports that expectations of 
superiors were not clearly communicated (!:= .23, p< 
.05), and decreased the reporting of a desire to volunteer 
if they had the decision to make again (!:= .22, p<.05). 
Finally, a greater frequency of reporting psychiatric 
symptoms was also associated with the development of 
loyalty to criminals. Table 6 presents significant 
psychiatric symptoms associated with this variable. 

Table 6. CORRELATIONS BETWEEN PSYCHIATRIC 
SYMPTOMS AND THE DEVEOPMENT OF A 
RELATIONSHIP WITH CRIMINALS DURING 
ASSIGNMENT. 

Symptom 

Guilt 
Drug Abuse 
Experiencing Selfas "Unreal" 
Sadness 
Loneliness/Isolation 

**p<,OI 

During UC After UC 
Assignment Assignment 

!: !: 
.45** .29** 
.37** .26** 
.35** .31** 
,34** .28** 
,28** .26** 



Of the total sample, 4% reported that the loyalty felt 
towards criminals frequently influenced the performance 
of their duties. 11% reported that occasionally this loyalty 
influenced their performance. 

Of the total sample, 9% reported "frequently" engaging 
in criminal activity during their UC assignment, and 7% 
reported "occasionally" engaging in criminal activity. 
Correlational analysis indicated that the greater the degree 
of involvement, the greater the tendency to report drug 
abuse during (r= .48, p<.OI)and after (r= .37, p<.OI), 
the UC assignment, the greater the tendency to question 
the morality of UC operations (r= - .32, p<.OI), and a 
greater tendency to report drug abuse before the UC 
assignment (r= .24, p<.Ol). 

Of the total sample, the UC officers who left the 
Department reported significantly higher mean ratings of 
engaging in criminal activity (3.8) than either the current 
UC (1.00) or former UC still with Department (1.61) 
groups, f.. (3,81)=8.29, p-.OOI. 

EXPERIMENT 2 

The second experiment was conducted in an attempt 
to ascel1ain specific effects of the undercover experience 
on later police behavior. The major hypothesis was that 
due to the additional stress of the UC assignment, officers 
with previous UC experience would commit a signific
antly greater number of rule infractions than a group of 
officers that had not had such an experience. 

METHOD 

Subjects 

Former UC officers presently employed with the 
Department (N = 68) and used in phase one of the study 
were again used in phase two as the experimental group. 
A control group of officers with no prior UC experience 
was developed from the total popUlation of Honolulu 
Police Department officers by way of matching on the 
following variables: Sex, age, date entered the Depart
ment, marital status, and race. 

Procedure 

UC and control groups were equated according to 
length of time on the beat, so that only those repol1s of 
rule infractions OCCUlTing when both subjects were 
engaged in uniformed patrol duties were recorded. 

Rule infractions were elassified in two categories: Vio
lent behaviors (e.g., overbearing conduct, excessive use 
of force, assault and battery), and nonviolent behavior 
(e.g., sleeping on duty, neglect of duty), The incidence 
of rule infractions for control and UC group SUbjects was 

detelmined by the number of investigative reports filed 
by the Internal Affairs Division. Reports were classified 
in the following manner: (I) sustained nonviolent; (2) 
non-sustained nonviolent; (3) sustained violent; and (4) 
non-sustained violent. Acts were judged to be either sus
tained or non-sustained by the civilian Police Commis
sion. 

RESULTS 

The mean age for the UC group (N=67) was 25.9 
years with an SD of 3.61. The mean age for the control 
group (N = 67) was 25.4 years with an SD of 3.16. The 
mean number of months on the job for the UC group 
was 40.3; for the control group the mean was 40.9. 
T -tests were performed on the means for age and number 
of months on the force. No significant differences were 
found between UC and control groups. 

Chi Square Analysis was performed on each discipli
nary cateogory. No significant differences between cell 
frequencies were found. Table 7 presents the percent 
totals for each of the four disciplinary categories by 
group. 

Table 7. PERCENTAGE OF DISCIPLINARY INDICES 
FOR UC AND CONTROL GROUPS. 

Greater 
NOlie Olle Thelll Olle 

Sustained Non-Violent 
UCGroup 64.2% 2,9% 14.9% 
Control Group 61.2% 22.4% 16.4% 

Non-Sustained Non-Violent 
UCGroup 73.1% 14.9% 12.0% 
Control Group 74.6% 17.9% 7.5% 

Sustained Violent 
UCGroup 92.5% 6.0% 1.5% 
Control Group 85.1% 10.4% 4.5% 

Non-Sustained Violent 
UCGroup 67.2% 16.4% 16.4% 
Control Group 61.2% 19.4% 19.4% 

DISCUSSION 

The results of the first study clearly indicate that a 
variety of psychiatric symptomatology is associated with 
the assumption and performance of undercover policing 
duties, and these psychiatric symptoms persist for a 
period of time after the undercover assignment ends. The 
symptoms most commonly reported as frequently occur
ring are anx iety, loneliness/isolation, oversuspiciousness 
and relationship/marital problems, Although all subjects 
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reported some symptoms, 52.5% labeled themselves as 
having "psychological problems", starting at an average 
time interval of 5.2 months after onset of the assignment. 
Fully 32% of the sample indicated that their problems 
were of sufficient magnitude that contact with a 
psychologist at the time of the UC assignment would 
have been desirable. 

Based upon the stepwise multiple regression analysis, 
it is clear that factors most related to the psychiatric 
symptoms are feelings of isolation caused by not being 
able to talk about the assignments, as well as negative 
changes in marital/significant other relations. The human 
problems noted do not, howe'.'er, cease after the comple
tion of the uC assignment. The results of the study indi
cate that the greater the :,I.ress during the assignment, the 
greater the reports of distress after the assignment is 
concluded. 

The adverse effects on indiv;dual llfficers also appear 
to have a reciprocal impact on perforn)ance and percep
tion of their assignment. The results indicated that strong 
personal relationship/attachments developed between UC 
officers and members of the criminal population. This 
attachment, in tum, appeared to be directly related to the 
level of distress perceived by the UC officer. In addition, 
the greater the attachment developed, the more frequently 
UC officers reported effects on the performance of their 
duties, drug abuse, and engagement in criminal activities. 
Finally, perceptions of having had later career handicaps 
were significantly correlated with the degree of distress 
felt during and after the UC assignment. 

Upon termination of the UC assignment, 42% of the 
officers reported experiencing problems in transition to 
another assignment. Evidence of transition problems was 
also significantly related to the increased frequency of 
reporting a greater number of special problems in the 
Department, higher stress levels during and after UC 
assignment, and changes in both relationships and loss 
of contacts with family and friends during the UC assign
ment. Other important factors related to later transition 
problems included stress related to not being able to talk 
to others abut the assignment, and a greater concern that 
their lives were in danger after the completion of the 
assignment. 

An important moderator of the development of attach
ments to criminals and the negative effects associated 
with this identity, appeared to be the relationship and 
trust the UC officer developed with his supervisor. When 
backup support was not seen as being produced when 
promised, and/or when superiors' expectations were not 
clearly communicated, UC officers tended to develop 
stronger ties to criminals and lack of trust in their super
visors. Supervision was rated as more adequate w!-Jen 
!>upervisors' expectations were clearly communicated, 
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feedback on performance was given and promises were 
carried out with respect to backup support. 

Information concerning the assignment and the types 
of lifestyle it would necessitate, appeared to be important 
for successful adjustment to the UC assignment. The 
majority of the sample reported no or too little information 
was transmitted prior to the assignment and, had they 
had this information, their subsequent adjustment would 
have been improved. 

Pcrhaps the most tel!ing information regarding the UC 
officers' experience is contained in the last section of the 
questionnaire devoted to open-ended comments. The 
need for more training was mentioned by 41.5% of the 
sample. Greater information regarding the assignment 
was a need mentioned by 46.3%. More and better super
vision and administrative support was mentioned by 
41.5% and 29.3% of the sample, respectively. 

In summary, this study has identified a number of 
problem areas in need of administrative attention; 
namely, selection, training, supervision, and reintegra
tion of the UC officer. Since the completion of this study, 
numerous changes have occurred within the Honolulu 
Police Department's undercover operations that may be, 
in part, attributed to the study results. 
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Footnotes 

I Seve" officers no longer with the Dcpllnmcnt did not return questionnaires or were umlhlc 
10 be seOi queslionnulres due to luck of forwllrding addre"es. 
21t WIIS Ihe prlletle. nf Ihe 1I0noiolu Police Depun",enl 10 lake a ,mnil n,,",her of successful 
applicanls for pollce officer po,itlons dlreclly Inlo onderellver work. withoul prior ullendance 
al police recOIil SChCK)I. 'l11is was dune. so us IV keep the cunl1dcntlality orlhc person's JXlsilion 
in Ihis s",u1l co",,,,unlty. os well liS III nol expose hlm/hcr 10 police lansuage nnd nonverbul 
behuvior (perfonnllnce of which could result In lragic consequences). Undercover officers were 
Ihen give" speclllliwi lraining under the direction of Ihe p'''ticulllr unils 10 which Ihey were 
I"signed. 



"STRESS" - A PSYCHO-SEMANTIC PERSPECTIVE 

Douglas Gentz, Ph.D. 

Some Eskimo tribes have forty or tifty words to 
describe various forms of frozen precipitation. In most 
of the rest of the world the single word "snow" seems 
to suffice. Apparently the the Eskimos have some logical 
reasons for their expanded vocabulary in this regard. My 
way of reasoning suggests that they find it important to 
the quality (and perhaps continuation) of their lives to 
make so many fine distinctions. Since "snow" refers to 
a significant variable in their environment, they seem to 
have wisely paid a great deal of attention to understanding 
the role it plays in their daily lives. 

Here in this part of the world, especially in the last 
several decades, we in the health professions have disco
vered a significant variable in our culture. We have, as 
a profession, discovered "stress" and we have spent a 
great deal of time, energy, and money announcing it, 
elaborating on it, and alerting the general public about 
this phenomena, which, it seems, threatens to overwhelm 
and devastate us like a blizzard. 

Jean Piaget suggested many years ago that perception 
is an active process and that language development has 
a significant impact on an individual's ability to generate 
concepts helpful to understanding and interacting with 
reality. I've also noticed that the prerequisites involved 
in any situation that requires learning a new skill includes 
acquiring an appropriate vocabulary. It seems to me that 
investing some energy in more clearly and precisely exa
mining the highly variable phenomena which we blithely 
label "stress" might prove worth the effort. 

Each time our Police Department implements a course 
for training of new police officers r am asked to present 
the block on "stress". These fine young men and women 
have college educmions and know as much about snow 
and"stress" as any other t~/pical American. Since snow 
presents a relatively minor problem in this part of the 
country I'm not to interested in recommending we import 
an Eskimo from Pc Barrow, Alaska to detail the fine 
points of frozen precipitation. I am, however, greaUy 
interested in presenting them with a more precise and 
accurate way of understanding and dealing with a 
phenomena ("stress") that they will have a great many 
opportunit.ies to experience. 

One of the first things I do when presenting this subject 
is take II detour into the topic of the English Language. 
Without going into the relevant, but esoteric field of 
transformational grammar, r review with them the differ-

ence between nouns and verbs. Since these recruits are 
well educated, intelligent individuals they have little dif
ficulty understanding that a word may function grammat
ically within a sentence structure as a noun and function 
semantically, a noun refers to a person, place, or thing, 
while a verb acts as a symbolic referent to an activity. 
This means that if a word is performing as a noun, a 
human being that can create a mental image should be 
able to visualize it occupying a space in an imaginary 
wheel-barrow. Most people can visualize a cup in a 
wheel-ban·ow, a city in a very large wheel-barrow, a 
virus in a very small wheel-barrow, and so forth. If a 
person can visualize the real world object in the imaginary 
wheel-barrow then that object is probably functioning 
semanticaIly as a noun. Cups, cities, and viruses are all 
"things". 

[n contrast, in everyday conversation we use a great 
many words as if they were /louns that semantically refer 
to actio1lJ •• 1 processes. We make no mistake grammat
ically when we diagram these words as nouns within a 
senren(;c structure, yet semantically we often run the risk 
of confusing ourselves. As far as I know, no one in our 
profession has ever seen or visualized in a wheel-barrow 
or otherwise a "schizophrenia" or a "depression". What 
we do see includes usual patterns of behavioral responses 
which we conceptualize and symbolically label as 
"schizophrenic" or "depressed". When one of my clients 
tells me "['m depressed" [generalIy know he is not telling 
me his name-he is telling me that hefells (verb) depre
ssed. My training has equipped me to attempt to help 
people change what the do or how they do it so [ find 
that I can provide some assistance in aiding a person who 
wants to change how hefeels (or acts, or thinks). 

Such words as schizophrenia, depression, anger, love, 
happiness, fear, trust, pain, pleasure, and "stress", all 
refer semantically to process, /lot things. If, in the first. 
15 minutes of my class with the police officer recruits r 
have presented them with the concept that they cannot 
visualize a "stress" in a wheel-barrow, and that there 
fore, there is no such "thing" semantically as "stress" 
then [ feel ready to begin to explain to them the process 
I.hat is represented by the word "stress". 
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Before r renlly feel comfOliable proceeding, [generally 
issue the class members a disclosure statement. I tell 
them that understanding a process will take more effort 
than understanding a "thing". It doesn't take too long or 



too much energy to learn to recognize and identify a 
carburetor, but it does take some increased time and 
effort to understand the process by which air and fuel 
are mixed so that adjustments can occur that will promote 
more effective and efficient combustion. 

Once r have offered the concept that the word "stress" 
is semantically not a noun it becomes much easier to 
speak about it as a process. Not surprisingly, defining 
and understanding this particular process requires an 
expansion of vocabulary. I feel the following four terms 
represent minimum additions to the vocabularies of the 
students: 

1. Autonomic Nervous System CANS) 
2. Sympatheitc Nervous System (SNS) 
3. Parasympathetic Nervous System (PSNS) 
4. General Adaptation Syndrome 

The ANS refers to the part of the human nervous 
system which we do not have to make an attentive, con
scious effort to activate. It regulates such functions as 
respiration, blood pressure, heart rate, salivation, perspi
ration and so forth. Although it typically operates without 
our directed attention, we can gain conscious control of 
it to some degree. The Autonomic Nervous System is 
further divided into the Sympathetic Nervous Systems. 
Physiologically, the body cannot function in a state of 
Sympathetic Nervous System arousal al the same time 
as it functions in Parasympathetic Nervous System 
arousal. By definition, this represents a case of one or 
the other, but not both at once. This physiological fact 
of life will become very important later on in under
standing the process of "stress" management. 

Sympathetic Nervous System (SNS) arousal refers to 
an excited state. It has often been refen-ed to as thefighl 
or jlight reaction. Thinking of SNS arousal only as a 
fight or night reaction does not do it justice. Any time 
a person experiences excitement, the person experiences 
SNS arousal. During SNS arousal the individual's 
physiology will show increases in respiration, blood pres
sure, heart rate, muscle tension and so forth. The indi
vidual may be defining his corresponding circumstances 
as frightening and requiring night, or obnoxious and 
requiring lighting. or wonderfully exciting, or extremely 
pleasurable, or interesting and challenging. rn other 
wordS, people experience SNS arousal in all kinds of 
situations - positive, negativ::!, and at nil points in bet
ween. 

Parasympathetic Nervous System (PSNS) arousal 
refers to a relaxed or resting physiological state. When 
the body functions in a state of Parasympathetic Nervous 
System arousal respiration slow~, heart-mte and blood
pressure deereuse, digestion proceeds, and so forth. Just 
as ill the case of SNS arousal, PSNS al'Ousal occurs in 
response to perceptio/l of the individual of his or her 
environment. 
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The term "General Adaptation Syndrome" refers to a 
fairly complex, interactive, inter-related set of 
phenomena. This syndrome occurs when an individual 
experiences an unbalanced combination of SNS and 
PSNS arousal over a given period of time. More specifi
cally, when an individual experiences more frequent and 
intense periods of SNS arousals than con-esponding and 
balancing PSNS arousals, he or she will develop General 
Adaptation Syndrome. A· massive accumulation of 
research has shown that the people who develop General 
Adaptation Syndrome also tend to be more prone to car
diovascular disease, gastrointestinal complaints, diab
etes, emotional difficulties, and shorter, less rewarding 
lifetimes. Research also supports the hypothesis that indi
viduals who do not tend to develop General Adaptation 
Syndrome do not seem as likely to have cardiovascular 
problems, gastrointestinal complaints, diabetes, emo
tional difficulties or shorter, less rewarding lives. 

In my opinion, refen-ing to the complex, inter-related 
set of interactive phenomena described as "General Adap
tation Syndrome" as "stress" has even less survival value 
in our culture than teaching young Eskimos one word 
("snow") for frozen precipitation in their culture. I firmly 
support the position that we have a professional obligation 
to help our clients and the public learn to minimize Gen
eral Adaptation Syndrome and it's associated health cor
relates. I do, however, tirmly oppose the cun-ent tendency 
to conveniently label General Adaptation Syndrome as 
"stress". I will admit that "stress" is easier and quicker 
to say or write than General Adaptation Syndrome, how
ever this seems to elicit in most people, and in a highly 
amuzing number of health professionals, two very 
counter-productive ideas. The first consists of the notion 
that "stress" refers to some "thing" that an individual can 
"get" or "catch" from his environment like a toxic bacteria 
visited upon a hapless victim. The second misconception 
follows on the heels of the first. It suggests that "stress" 
can be treated like the bacteria that causes an illness, 
Unfortunately, this serves as u very poor metaphor 
because only the corresponding health problems of Gen
eral Adaptation Syndrome can be treated, Of course, 
these symptoms return as long as the individual continues 
to live and interact with reality in n manner which results 
in more frequent and intense SNS arousals than are 
balanced by corresponding PSNS arousals. 

In my opinion a 1110re accurate and useful analogy for 
decre1lsing the probability of developing General Adap
tnlion Syndrome is responsibly managing a check-book, 
In this metaphor SNS arOllsnls function like checks and 
PSNS arollsals function like deposits. SOllnd management 
principles suggest thut regular deposits occur that "ba
lance" the checks written. Although ll10st bunks will 
allow customers to become "overdrawn", they will usu
~.llIy assess some penalty for this sort ot' trnnsaction. After 



a certain degree of poor management, the account is in 
danger of being permanently limited or closed. Using 
this analogy, General Adaptation Syndrome occurs when 
an individual psycho-physiologically writes more checks 
than his or her body can cover. 

Preventing or reversing a trend toward General Adap
tation Syndrome usually involves two di fferent strategies. 
If an individual can use both in an integrated manner, 
he or she will likely have more positive results. 

The first strategy involves decreasing the number and 
intensity of SNS arousals. This may prove fairly tricky, 
since making a direct effort to calm down or to become 
unexcited usually has the opposite effect, or at best just 
doesn't work. Telling oneself to "Calm Down"! is often 
as paradoxical as ordering someone to "Be Spontane
ous"!. What does seem to work involves the individual 
making a significant change in the way he perceives and 
interprets his environmental surroundings and cir
cumstances. This may occur in the normal course of 
psycho- social development. It may also occur as the 
result of psychotherapy or counseling. An individual who 
typically reacts with anger (SNS arousal) when con
fronted by an authority figure might in the process of 
therapy change his perceptions about his relationship to 
authority, and therefore decrease the occurrence of SNS 
arousal. The normal process of maturation may eventu
ally produce the same outcome. 

The second strategy involves increasing the number 
of PSNS arousal on a regular basis. This strategy works 
for the simple reason that SNS and PSNS arousals call/lOt 

occur simultaneously. The quickest and probably only 
method for stopping as SNS arol/sal is to start u PSNS 
arousal. Using this strategy docs require the individual 

to learn some new skills and to exercise the self-discipline 
to use them. They involve learning to increase the degree 
to which an individual can consciously direct and control 
his or her Autonomic Nervous System. Skills that people 
can rapidly learn to use include such techniques as prog
ressive relaxation, breathing exercises, and regular phys
ical exercise. Using these skills usually requires effective 
time management and emotional commitment. 

I hope that this article has emphasized the shortcomings 
of conveniently, and fashionably, referring to General 
Adaptation Syndrome as "stress". [t seems to me that 
the general public, and many professionals in our field 
and related fields, may achieve more positiye outcomes 
by using and explaining the term "General Adaptation 
Syndrome". A clinician who simply provided a client 
with an MMPl profile and the names of the scales would 
hardly impress any of us. Instead, we make an appropriate 
effort to interpret our findings in a way that will hopefully 
help the client understand and modify certain behavioral, 
emotional or cognitive processes. When we conveniently 
usc the word "stress" to refer to General Adaptation Syn
drome, we very often leave an impression that we are 
referring to a "thing". When we do inadvertently leave 
this impression, we may actually be reinforcing the belief 
that "stress" is something that is caused to happen to 
people only by external forces beyond their control. 

From a semantic perspective "stress" is not a noun. 
"Stress" does not refer to a person, place, or thing. Most 
of the time when the word "stress" is used in the health 
professions, it refers to an active process. Deciding 
whether to make the distinction between using the word 
"stress" as a symbol for a "thing" or as a symbol for a 
complex process can make a critical difference in our 
thinking, and in our effectiveness in assisting others in 
decreasing the occurrence of General Adaptation Syn
drome. 
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HYPERVIGILANCE: A LEARNED PERCEPTUAL SET AND ITS CONSEQUENCES ON 
POLICE STRESS 

Kevin M. Gilmartin, Ph.D. 

Over the past decade the journals in the area of law 
enforcement have shown a significant awareness of the 
issue of police stress. The literature abounds with 
accollnts of the mental and physical health destroying 
results that occur from a career in law enforcement. 

A direct stres·'\or initiated stress reaction formulation 
has been used explanatorily. Long lists of potential stres
sors ranging from public apathy and an ineffective court 
system, to being witness daily to man's imhumanity have 
been complied. 1 The basic theme of this manner of con
ceptualizing police stress is that due to the nature of the 
job, the officer is bombarded with constant frustration, 
negativity, and unappreciativeness that leads to an 
experiencing of the stress reaction and consequently the 
diseases of adaptation. 

The purpose of this paper is to generate a hypothesis 
that goes beyond the stressor initiating stress formulations 
and propose that law enforcement creates a learned per
ceptual set that ultimately cause the officer to alter the 
social and sociological manner in which he interacts with 
his environment. This hypothetical perceptual set will be 
developed as a basic social/physiological format from 
which the law enforcement officer develops a stress reac
tion. 

Interviewing recruit applicants and individuals 
attempting to re-enter a career in law enforcement can 
serve as a potential springboard to explain the law 
enforcement perceptual set. After approximately fourteen 
years of interviewing both recnIits and re-entry law 
enforcement officers, the authol' believes two uel1nite 
themes of reasons for job choice appear. Recruits give 
responses explaining their choice of a career in law 
cnforcement along the themes of public service, a mean
ingful jon. and a potential diversity of duties. Ofticers, 
who after several years of service leave law enforcement 
and choose after a period of absence to retllrn, have 
almost exclusively staled the reason for their return as 
"cop work gets in the blood". It appears that the veteran 
officer may be describing a sensation of physiological 
change that becomes inseparable from the police role. 

As a police psychologist with full awareness that the 
issue of police stress is a reality, the author believes the 
responses of "cop work getting the blood" might prove 
crucial in an e.xplanation of the police stress reaction. 

The majority of the literature on police stress speaks 
of the ill-effects of this reaction. The physiologically 
elevated states are explained as negative events in the 
officer's life. Yet the clinical reality appears that the 
stress reaction and the physiologically elevated states are 
the very short term rewards that either keep people in 
law enforcement or, once having left, motivate them to 
seek a career re-entry. It also appears that officers who's 
careers have been typified by a lack of being exposed to 
a bombardment of violence, unappreciativeness, and 
negativity also experience the stress reaction. 

The profession of law enforcement emphasizes to its 
new members to interpret the environment as potentially 
threatening. Concepts such as officer safety and street 
survival arc created to demonstrate the lethal ness of the 
law enforcement officer' 5 daily work place.2 These vic
arious learning experiences appear to combine with the 
officer's own first hand experiences in threatening situa
tions to teach an interpretation of the environment as 
potentially life-threatening and dangerous.:l A perceptual 
set of being vigilant of events in one's environment leads 
to a state of being hypervigilanl or over-reactive to poten
tially threatening situations. Al a bio-behavioral level, it 
is the role of the reticular activnting system to scan inputs 
from the perceptual l1eld and determine which events 
should be interpreted as threatening and which as neUl
ra\.4 The average citizen travels the streets of his com
munity daily oblivious psychologically and neurologi
cally to the events unfolding before him. Law enforce
ment officers, on the other hand, are trained and learn 
their very survival can depend on their interpreting most 
aspects of their environment as potentially lethal. This 
perceptual set therefore basically requires teaching the 
reticular activating system a new set of values for inter
preting incoming cues and putting valances of potential 
danger on events the average citizen would clearly inter
pret as neutral. 

The average citizen has the neurologicul advantage of 
stimulus habituation. The capacity to be nonreactive to 
stimuli whose threshold of perceived potential danger is 
insufficient to warrant attention. The law enforccment 
perceptual style considcrs stimulus habituation to be 
potentially lethal carelessness. The environment is SCan
ned, and even the most innocuous situations need \(l be 

445 



processed. The sensory process of stimulus habituation 
is unlearned in favor of the lower threshold of reticular 
attentiveness. This elevated attentiveness of hypervigilant 
perceptual style has a law enforcement officer in an ele
vated physiological state merely by assuming his occupa
tional role. 

The reinterpretation of the environment and subsequent 
reprogramming of the reticular activating system sets into 
motion the perceptual set of hypervigilance and its 
physiologicial consequences. As a message of potential 
danger is experienced by the officer, mild to moderate 
elevations of the sympathetic branch of the autonomic 
nervous system will be innervated. This will be inter
preted by the officer as a feeling of energization, rapid 
thought pattern, and a general speeding up of the physical 
and cognitive reactions. A state that in and of itself is 
not judged to be unplea ant. A state of social physiolog
ical reaction that the rookie street cop learns as insepar
able from the police role. This sets the stage for a career 
long perceptual-attitudinal linkage. It is at this point that 
"cop work gets in the blood." At a behavioral level, 
speee:h is more rapid. humor and wit are present, and a 
general feeling of aliveness can be felt. At a biobehavioral 
or physiological level changes are in response to merely 
a perceptual manner in which law enforcement ofticers 
learn to view their environment. There does not need to 
be present significant specific stressors to induce these 
changes. merely a perceptual set that becomes an 
everyday manner of perceiving the world. 

The difference between a perceptual theory of hyper
vigilance and a specific stressor inducing the stress reac
tion formulation can be demonstrated in the everyday 
behavior of law enforcement officers. Ofticers who 
engage in potentially mundane activities such as watching 
traffic pass, do so, not from a neutral physiological resting 
Mate, but rather from a state of hyervigilance, scanning 
the environment as potentially threatening and sinister. 
This generates physiological changes in situations where 
a non-law enforcement ofticer might engage in an iden
tical behavior as the officer but experience entirely diffe
rent physiologicnl reactions. Once a hypervigilant percep
tual set bccomes a daily occurrence, the off1cer is altering 
his physiology daily without being exposed to signific
ilntly threatening stressor situations. This learned percep
tual set nnd it's concomitant alteration of the reticular 
uctivating system has n social component in the officer's 
day to day life. 

The well known phenomcna of' officers giving up non
police ncquaintances and socially interucting to an ever 
increasing degree with only other law enforcement types 
hegins le~\Ving the officer without the benetit of t.esting 
other sodal perceptual sets Or social roles. The seeing 

the world through the eyes of a police officer becomes 
the one style of social interaction that is practiced daily. 
The subsequent high-levels of autonomic sympathetic 
branch responses causes a feeling of energization, vitality 
and a general speeding up of cognitive processes to be 
directly linked to the perceputal set generated by the 
police role. 

The law enforcement officer who, without benefit of 
recruit academy stress inoculation trainil1g, finds the new 
perceptual set and it's concomitance physical energy 
enjoyable, begins investing in his work with an almost 
recreation seeking attitude. The hypervigilant perceptual 
set leads to elevated innervation of the sympathetic branch 
of the autonomic nervous system. This sets into motion 
a potential hyper-conditionality for traumatic events 
whether they be experienced first hand or by vicarious 
learning.5 This would only increase the effect of any 
single stressor to place the individual into an adaptation 
stress reaction. The perceptual set creates highly fertile 
ground for specific stressor exposure to have major con
sequences. 

The social consequence of a perceptual set of hyper
vigilance and its consequence of over-interpreting the 
environment as potentially lethal would be a loss of 
capacity to discriminate which situations are in them
selves genuinely dangerous. The hypervigilant or officer 
safety conscious officer would be daily reinforcing in 
clinical terms a "pseudo-paranoid" perception of his envi
ronment, The over-scanning of the RAS and the hyper
reactive role of the autonomic nervous system, although 
a necessary occupational perceptual set, cnn lead to a 
pathological interpersonal and intrapersonal mode of 
interacting if other social roles are not of major impor
tnnce in the officer's life. 

The past decades have seen a decrease in the impor
tance of traditional social support systems such as 
neighborhood, extended and nuclear families, religion 
and other non-occupational systems. Workers of all types 
tend to identify more with the place of their occupation 
than with the place of their residence. 6 This might prove 
to present new challenges to the average non-law enforce
ment manager, however. this narrowing of the social 
support systems could prove to hnve lethal physical and 
social consequences to the law enforcement officer, the 
officer who loses the benefit of interucting with the world 
through other roles and social perceptual sets.7 

The narrowing of the social support systems and the 
over- identificntion with work that is currently nffecting 
all workers lenves the law enforcement officer seeing the 
world only as through the eyes of a law enforcement 
officer. The perceptual set of hypervigilance and con
sequently perceived hyper- vulnerability has the officer 
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narrowing his social circles. And also narrowing his com
fort zone of where he is able to interact without feelings 
of vulnerability and reactiveness. This "psuedo-paranoia" 
leads to the adolescent-like importance of peer pressure 
in the law enforcement culture. The distrust of anyone 
other than those within the law enforcement culture. 
Absolute trust is reserved for only those within the 
immediate peer group. This also generates management 
difficulties of directing policies to a group of workers 
who have a hair trigger of atuonomic reactiveness whieh 
leads to second guessing and potentially misinterpreting 
any management directive. An almost adolescent like 
rebelliousness towards authority. 

If one chooses to follow the natural bio-behavioral 
consequences of a hypervigilant perceptual set away from 
the polke role and into the family situation other predic
tions can be generated. The officer who has not been 
oriented through stress training or has not been victimized 
yet by learning better can suffer significant family disrup
tion by the phenomena currently being discussed. The 
hypervigilant perceptual role and it's reticular reac
tivating system consequences causes the officer to spend 
his work day in the sympathetic autonomic nervous 
system brunch. The feeling of energy. wit. and comrndery 
will be correlated with the work place. As the officer 
arrives home, the hypervigilant perceptual set is held in 
abeyance in the safety of his/her own horne. However, 
the pendulum of homeostasb swings into u parasym
pathetic 'itate of tiredness, numbness. and an almost 
detached exhau'ition when internet;ng. with the less 
threatening and more mundane tasks of after work 
homelife. The hypervigilance and consequent "street
high" of the work plaee leuds to the "otT-duty depresHion" 
of the parasympathetic 'iwing in an uttempt to homcostat
icallv revitulize the body. 
A~ this hio-behaviorul switch takes plnce. on cnn 

imagine the potential effects on the family dynamics. 
The role of detached exhaustion, non-involvement with 
family activities, and the all too well known "I'll do it 
later. rill heat right now" uppear as the consequences of 
the occupational perceptual set of hypervigilunce. The 
physiologically ba~ed detachment und exhaustion can be 
misinterpreted by family members as a luck of interest 
in family matter .. or bnsic rejection of spollse and family. 

As nnc can imagine it is difficult enough to maintain 
a fmnity with the u,>ual pressures a career in law enforce. 
ment cnmteo". wch ali under-pay, long hOllrs, and shift 
work. The perceptual ~ .. et that leads to indifference and 
exhallstion and only feeling a ~'ien'ie or energy llnd alive
nes ... when the ()(:cuputional role i~ brought about can 
prove an unmanageuble burden to Ull nlrcndy "tmined 
p(llke marriage. 

It has been the author'!o, clinic.:al experience that even 
if t{ comtllunicution bn~ed marital therapy model h 
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initiated it can prove fruitless if the daily pendulous swing 
of the autonomic nervous system are not uddressed. The 
biological boomerang is energized when either at work 
or telling "war stories" for vicarious autonomic reactive
ness. That energized feeling that seems to build as the 
"war stories" flow. It is the uuthor's contention that this 
state of hypervigilence and its physiological consequence 
is the first domino of a police stress theory. It's impact 
on society. the family, and the police organization are 
easily discernable. 

The family learns to also over-identify with the work 
role. Pride in being a police family muy become a 
pathologicul importance on maintaining the police per
ceptual set as the primary family identil1er. The consequ
ence is a feeling of increasing importance of any variable 
that iminates from the work place. As the oflicer and 
family begin putting more and more of their eggs in the 
basket marked "police role" a drastic consequence poten
tially tukes place. The realities being that more law 
enforcement anker's arc on the receiving end of orders 
than on the giving end, police families suffer from the 
consequences of individuals outside the fumily having 
inllated importance in controlling how the family iden
tifies itself. The over importance of the police role tt) the 
family, leaves the police family unduly feeling hyper-vul
nerable to any changes in variables such a~ the work 
assignment, or decrease in the ofl1cers stutus al work. 
Variables such as a change from a special assignment 
such as Canine or SWAT can send the hyper- vulnerable 
police family into crisis jf the family support systems arc 
tno narrowly linked to the police role. 

Financially. families trapped into the "ympatheticf 
parasympathetic pendulum can find themselves llsing 
pathalogical buying as a means to include sympathetic 
arousal into the family role. Ofl1cers will "novelty buy" 
guns, cars. trucks. boats, etc. as a means of short term 
excitement in the desperate attempt to "feel good at home 
and get away from the cop work", Yet all that appeal's 
to occur is a vicious cycle of novelty buying and short 
term good feeling lending quickly to the new purcha~e 
loosing it's novelty impacl. Also the rinuncial alTair~ of 
many police families can be devastated by the tinanciul 
effects or attempting to buyout of the physiological 
depression secondary to hypervigiJnnce. 

From a munager's point of view. the hypervigilant 
officer feels vulnerable to any chunge in the work ~latu". 
The pseudo- paranoia mentioned above lend!. to inlenc.,e 
unxiety and alienation from anyone thut tncrease~ lhe 
officer's vulnerability by controlling his major self·iden
tifier - his polier.: rolc. The hypervigilant officer I ... the 
hyper-vulnerublc, and consequently the hyper·rew.:tive to 
tiny perceived threat. whether physical in the social envi
ronment of psychological in tbe w()l'k place. Each 'Will 
be over interprr.:ted and cau~c over reactivenc., ... M.amlgc-



ment will be perceived by the vulnerable officer through 
the defense mechanism of projection. Even the most 
straightforward management directive may be explained 
by the hypervigilant officer as "conspiracies against the 
troops." This projection based perception and its interpre
tive style receives consensual validation due to the levels 
of peer pressure in the police officer's social realm. 

At a societal level, hypervigiIance will demonstrate 
itself in increasing police alienation. A loss of capacity 
to discriminate which citizens are genuinely threatening 
to the officer's safety and which are not, will cause the 
officers to lump all non-police types into the same 
untrustworthy category. This category, a product of over 
generalization, will be labeled with whatever "in vogue" 
term is currently being used in the police culture to 
describe anyone who is not exactly like "me and my 
partner officers". 

From the therapists perspective in attempting to formu
late either an individual or family treatment plan, hyper
vigilance must be taken into consideration. The detached 
exhaustion off- duty stat.:!d above will generate patholog
ical attempts to create autonomic arousal away from the 
work place. Promiscuity and abusive drinking can man
ifest themselves as way of attempting to recreate the 
energized feeling or "high" the officer knows from his 
work place, and an avoidance of the depressed exhaustion 
that occurs upon his return home. Even once a communi
cation pattern has been established, if the family is not 
educated to the devastating effects of the hypervigilant 
perceptual set, the emotional rollercoaster ride can break 
the already strained marriage. 

It's been the author's experience treating police 
families to address the perceptual set and its physiological 
consequences head-on. Officers are educated on the need 
to emotionally "decontaminate" from the effects of the 
street adrenalin through aerobic exercise. Thne manage
ment is stressed to force the officers to make a commit
ment to engage in whatever the desired behavior is prior 
to getting into the state of emotional exhaustion that 
comes immediately upon arrival home from duty. 8 Most 
importantly the officer needs to realize the importance 
of social roles other than the social role of police officer. 9 

The officer needs to practice perceptual sets other than 
those hypervigilance and scanning the environment con
stantly only to interpret it as potentially threatening of 
sinister. This testing of other social roles is basically a 
form of reality testing to show not all non-police environ-
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ments need cause a feeling of vulnerability and con
sequently need to be avoided. 

In summary, it is the contention of the author that a 
career in law enforcement produces a perceptual set of 
hypervigilance. The perceptual set causes the individual 
to learn to interpret his environment as potentially lethal. 
Consequently it requires teaching the reticluar activating 
system to learn new reactive patterns and generate limbic 
arousal to situations that the vast majority of society 
would interpret as neutral. This over reactiveness sets 
into motion a work lifestyle that the officer is potentially 
always being innervated in mild to moderate sympathetic 
autonomic arousal patterns. This is consequently inter
preted by the officer as a generalized feeling of well-being 
or energy that is directly linked only to working in the 
police role. The homeostatically induced counterpart 
would be a detached exhaustion when not engaged in 
some off-shoot of the police role. This being the over
identification so apparent in the police culture. 

This perceptual set of hyper vigilance can be considered 
the first domino to be knocked OVer in a theory of police 
stress and adding salience to the direct stressor inducing 
stress formulations. The effects or the perceptual set on 
the family dynamics and management effects were dis
cussed. Brief guidelines for therapy were also put forth. 
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SOME ORGANIZATIONAL STRESSORS IN POLICE WORK 
AND MEANS FOR THEIR AMELIORATION 

Joseph J. Hurrell, Jr., Ph.D. 

Over the last decade, a great deal has been written 
about stress in police work. Among this ever growing 
empirical and speculative literature, there is considerable 
agreement that all of the stress in policing is not a function 
of the nature of the work (Davidson alld Vello, 1980,' 
Kroes alld Hurrell, 1975). Some degree of stress experi
enced by police officers results from various organiza
tional practices and policies commonly found in policing 
(Gailles alld Jermier, 1983,' Hurrell, 1975; Hurrell, Pate 
alld Klieslllet, 1982). This fact has considerable impor
tance for those seeking to reduce stress among police 
officers. It is clear, for example, that little can be done 
to restructure the job of policing in such a way as to 
prevent the negative effccts of such strcs~ors as emotion
ally intensive interpersonal situations, boring routine 
patrol activities, delivering death messages, or the 
numerous other stressful tasks inherent in law cnforce
ment. It is possiblc, however, to eliminate or change 
some of the many organizational policies and practices 
found to be strcssful for police officers. It is possible, 
however, to eliminate or change some of the many organi
zational policies and practices found to be stressful for 
police officers. It is the purpose of this paper to examine 
three major organizational stressors for police officers 
and to suggest possibilities for change or amelioration. 

Shiftwork 

Rotating shift work is extremely common in police 
organizations and has been found to be a major source 
of stress (Davidsoll and Vello, 1980; Kroes, Margolis 
and Hurrell, 1974: Kroes alld Hurrell. 1(75). Numerous 
occupational stress studics have suggested that rotating 
shiftwork may adversely affect eating patterns, sleep pat
terns, life stylc and domestic patterns, and both 
psychological and physical health (sce Tasto, Colligall, 
Skjei alld Polly, 1978). Among officers, according to 
Kroes (1970), rotating shirt work not only affects family 
life und health but can also affect job performance. 
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Moreover, these problems may be enhanced by the neces
sity to make irregular and lengthy court appearances at 
times when the officer would normally not be on duty 
(Eisenberg, 1976). 

In all likelihood, rotating shift work was adopted by 
many police departments because of the presumption that 
it was necessary both to ensure adequate numbers of 
officers on each shift and to prevent corruption. The 
validity of this presumption is clearly open to question. 
Differential pay can attract officers to fixed afternoon 
and night shifts, and corruption may no loner be a valid 
reason for the necessity of rotating schedules. The 
increased health and satisfaction benefits to be derived 
from fixed shifts may indeed outweigh their costs. 
Clearly, more attempts to evaluate these issues are in 
order. 

If rotating shifts are required (for whatever reasons) 
there is evidence that clockwise rotation (day, evening, 
night) might better facilitate physiological adjustment 
than counter-clockwise rotation (night, evening, day) 
(Molld alld Folkard, 1983). A recent study of Swedish 
police officers, for example, found that serum levels of 
triglycerides and glucose were lower in clockwise as 
opposed to counter-clockwise rotation, and officers on 
clockwise rotation schedules reported better and longer 
sleep (Ortlz·Gomer, 1983). [t's interesting to note here 
that elevated triglyceride level is thought by some inves
tigators to be related to the development of coronary 
heart disease. Another potential work schedule, which 
is used in Europe and gaining acceptance in the United 
States, is the "rapid rotation" shift schedule. This 
schedule allows the worker to rotate through all shifts 
within a seven day work period and may be a valuable 
alternative to weekly or monthly rotation commonly 
found in police organizations. Studies on these schedules 
in the U.S. have indicated that, when compared to con· 
ventional shift schedules, 70 to 800/(> of the employees 
prefer the rapid rotation schcdule (BlVigess and Busby, 
1982). Such schedules mny be tess fatiguing, bettcr 



accommodate social activities and allow more leisure 
time. A recent study of some 120 German police officers 
(Knallt, Kie:;swetter, Ottman, Karvol/ell al/d Rutel/!ranz, 
1983) found, for example, that rapidly rotating shifts, as 
opposed to weekly rotating shifts, resulted in more leisure 
time on off day, as well as more night sleep on working 
days and off days. 

Lack of Participation in Decision Making 

Absence of opportunities for participation in decision 
making is another frequently reported stressor in policing 
(Davidso/l a/ld Vel/a, 1980; Hurrell et al., 1982). Lack 
of "say" in decisions that affect one's job is not only a 
common stressor but a potent one as well. Margikusl/I 
Kroes and Quil/n (1974), in a study of nearly 1500 
workers, for example, found lack of opportunities for 
participation to be related to poor physical health, de
pressed mood, low self esteem, low job and life satisfac
tion, intention to leave the job, absenteeism and escapist 
drinking. 

As Reiser (1976) pointed out some eight years ago, 
participation in decision making, problem identification 
and solving, and performance evaluation is a growing 
trend in industry which should be applied in the police 
organization. When an officer's participation in decision 
making increases, communication between the officer 
and hb/her fellow oflicers and superiors is also likely to 
increu~e. The officer. thereby, becomes less isolated from 
the work environment. Increased communication may 
have additional benefits. As Jacksol/ (1983) has 
emphasized. communication provides information con
cerning expectations held by others at work and about 
official and unofficial policies and procedures. Thus. 
reduction of role ambiguity, often a problem for police 
officers (sec Dm'idsoll alld VeIlO, 1980,' Kroes, Margolls 
(Jill! Hurrell,1974). may occur as a result of the enhanced 
communication generated by participation in decision 
making. 

fncrca"ing opportunities for participation mny also lead 
to improved interpersonal relationships within the organi
I.ation. Good relationships and social support, as both 
Ruhills/('in (/973) lIlId Reiser (1974) have noted, arc 
extremely important in police working environments, 
where cullural norms. values and attitudes arc overriding. 
A police officer, as Kroes (/1 al. (/974) have noted. is 
better able to cope with ~tress if he/she feels that superiors 
undcr!>tund and know their problems and will support 
them. Indeed. social support from both supervisors and 
colleagues i .. thought to be critical for coping with job 
~tnN'I hec l/O/l.l'£', }CJ8/). Caplall. Cobb (J1Il1 Prell"h 
(/V75J. for example, found that high social support from 
peel''' htllTered the effect of' job strc!-.s on cortisone Icvel, 
blood prc!>sure, glucose level, and the number of 
c.:igarettc .. 'imOked. 
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[n developing a program aimed at improving participa
tion some fundamental issues must be kept in mind. First, 
the topic of participation must be relevant to the job. 
Participation in areas that are not relevant to the work 
itself clearly will not help officers gain information or 
develop Ilonns which facilitate stress reduction. Indeed, 
such task-irrelevant participation may be perceived as 
simply another "scheme" to improve morale. Participa
tion in decision making and planning will have desirable 
effects only to the extent that the decisions are relevant 
to the officer's job and to the extent that qe/she considers 
them important. Secondly, timing is important. High par
ticipation has less favorable effects when workers are 
used to little or no participation (French, 1975). If 
changes in participation are introduced too fast, they may 
have less positive, if not negative effects. Lastly, training 
is important. Supervisors at all levels need to be trained 
in participative management techniques to assure the suc
cess of such programs. 

Career Development 

A host of job stressors found in policing are related 
to career development issues (see Davidsoll and Vello, 
1980). As Eisel/berg (1975) has noted, the vast majority 
of police officers start and end their careers as patrol 
officers. Opportunities for promotion to higher ranks are 
limited, as are specialized assignments within the patrol 
officer rank. Moreover, recogn1~ion urd compensation 
for work well done is also Iimitt:.'d, adding to an officer's 
sense of frustration. Because of the potency of these 
stressors, a number of alternatives aimed at changing 
traditional career development/promotional practices 
have been suggested. 

Schwartz and Schwartz (1975) have suggested that it 
might be useful to establish non-promotional positions 
which would nevertheless involve increased status, 
responsibility, and/or compensation. It has also been 
argued (Wi/SOil, 1974) that a far less visible supervisory 
stmclUre is needed. where all staff might simply be 
termed "officer". Authority within ranks could still be 
maintained. and title and pay related to assignment ruther 
than rank. Stotland (1975) has likewise noted that the 
lise of military terms for ranks in police departments 
contributes to the perception of intrinsic stutus differ
ences-differences in the quality of the individuals 
involved. He argues that there is no inherent reaSon for 
the lise of military (erms and culls for the usc of alternati ve 
terms (e.g .• director. assistant director. superintendent, 
etc.) which reduce the powerful implicutions or military 
ranks. Similar suggestions have been expressed by Bopp 
( /(78). 

lv/ore (1976) has suggested another alternative to elimi
nate some or the stress <lssociated with carcer develop· 
ment. He rccommends that recruits be tnlined in n liub· 



specialty, for example, civil disobedience, suicide threat, 
emergency medical care, etc. On becoming an officer, 
the individual would then be expected to cover a larger 
patrol area as a specialist. Such a system could serve to 
enhance an officer's self-esteem by recognizing his/her 
individual talents and abilities. However, More (1976) 
cautions that peace keeping roles must be affOrded the 
same rewards, recognition and respect as crime fighting 
activities. In a similar vein, Phelps (1975) has recom
mended that departments establish rotational personnel 
staffing policies which would minimize "burnout" and 
provide new and challenging experiences for all 
employees every three or four years. Short exchange 
programs with other elements of the criminal justice 
system have also been recommended (Schwartz and 
Schwartz, 1975). 

The increasingly precarious economic status of 
municipalities over the past ten years have clearly poten
tiated some of the aforementioned stressor". Freezes on 
promotions and salaries, for example, surely increase an 
officer's already high sense of frustration. Perhaps more 
Importantly, difficult economic times have served to 
exacerbate the powerful stressor of job insecurity. Job 
loss for many officers today is a real possibility. The 
effects of fear of job loss on officers are diverse and far 
reaching, affecting somatic and psychological health, job 
related attitudes, and various other behavioral manifesta
tions of stress (Hurrell et al., 1982). Police organizations, 
as well as police unions, need to be aware of how to 
prepare officers for potential job loss and how to assist 
them in coping during the time of loss. In this regard, 
planning and transition periods of definite length with 
appropriate functions assigned to management, unions, 
government, and community agencies, need to be estab
lished (see Cobb and Kasl, 1977). Unions should afford 
unemployed members full privileges without dues and if 
possible provide added services. Means for maintaining 
vitally important needs such as health maintenance 
coverage need to be explored. 

CONCLUDING COMMENTS 

In conclusion, it is important to recognize that organi
zational change should be an integrul component of any 
occupational stress program. With such an approach, 
organizations may well find thal an ounce of' prevention 
costs less than a pound of cure. 
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AN ECOLOGICAL APPROACH TO EMOTIONAL 
r' DISABILITY IN POLICE 

Ellen Freeman Kirschman, Ph.D. 

INTRODUCTION 

Mental health professionals who assume an ecological 
perspective in their work as consultants with and within 
police agencies have three major tasks. The first is to 
guide and counsel individuals; the second is to move 
beyond the individual focus to understand and explain 
h08 individual problems often mirror organizational and 
cultur.:1 norms; and the third is to interpret and translate 
these findbgs in 11 meaningful, evocative way to those 
decision-makers within the organization who have the 
willingness and the authority to produce organizational 
change. 

The ecological approach assumes that emotional dys
function is a complex problem in which a series of indi
vidual, organizational, and cultural contexts nest within 
one another and can align together in a pernicious fashion 
that serves to amplify personal problems and marital 
stress, and/or increase the likelihood and magnitude of 
job-related dysfunction and subsequent disability retire
ment. It assumes that stress-related disability is not an 
event but a slowly unfolding process and that the origins 
of this process lie at the juncture where individuals and 
organizations stmggle with conflicting needs. 

Job dysfunction can appear anywhere in a work system 
and will be acknowledged in various locations and at 
various times depending upon the theoretical orientation 
of the observer (Carroll & White, note 1). Personal signs 
of dysfunction should therefore not lead to the conclusion 
that something is wrong solely with the person, but should 
prompt a systemic investigation that utilizes social, cul
tural, psychological, and stmctural perspectives. Mental 
health practitioners who utilize an ecological perspective 
are likely to be the ones to initiate this process and teach 
it to others. 

This paper utilizes three abbreviated histories* of 
stress-related retirement in police officers to interpret and 
illustrate the potential for systemic intervention that exists 
when one is not limited by perspective to intervening 
only at the point of obvious symptomatology, pathology, 
or trauma. Data for these cases was gathered by the 
author (Kirschman, 1983) prior to her current work as 
an in-house organizational consultant to the Palo Alto 
Police Department. Her ideas about what went wrong in 
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these three cases have been extended and validated by 
her experience in Palo Alto, a department that promotes 
and encourages an ecological approach to the workplace. 

THREE CASE HISTORIES 

Charlie Underwood: "Super-Cop" 

An energetic, intellectually gifted individual WIth a 
college degree, Charlie was hired by a moderate-sized 
police department and immediately recognized as a highly 
motivated officer who only deficit was a tendency to 
perfectionism-an "admirable flaw" interpreted as high 
level dedication. He was considered by his superiors to 
be brilliant but eccentric. 

Charlie's natural gifts and his devotion to work earned 
him many awards and much recognition, both from the 
public and his own agency. his work as a detective was 
considered a departmental asset and he was l(1l.med to 
other jurisdictions who needed someone with his law 
enforcement prowess. 

Several years into his career, his successes earned him 
a place in a special narcotics unit created by his Chief. 
This unit was separate from other departments and had 
special privileges that included bypassing the usual chain 
of command and reporting directly to the Chief. Charlie's 
supervisor in this unit was both a friend and a partner. 
Operating as undercover narcotics agents, they spent huge 
amounts of time at work and had almost limitless discre
tion in their pursuits, some of which bordered on abuse 
of power. 

Professionally the team was legendary success. Pri
vately, each man used work to avoid confronting a dis
integrating marriage and each was using alcohol and con
fiscated dmgs (particularly amphetamines) to sustain 
himself in his work, especialJy during long surveillances. 
The team apparently told the Chief what they wanted 
him to know and he, in turn, trusted the supervisor's 
judgment and was pleased with the operation as long as 

"''DIe names and places in this paper are all fictitious. Descriptive events 
have been judiciously modified to insure the anonymity of the particip
:mts, while accurately preserving their experiences. 
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the team continued to solve difficult cases, especially 
those with a politically profitable outcome. 

As time progressed, Charlie's dependency on work 
and artificial stimulants leached the psychological foun
dations from under him and be became more persona 
than person, unable to deal with a series of personal 
losses that happened consecutively with a work scandal. 
The work scandal erupted in the narcotics unit when two 
of Charlie's subordinates were accused of selling narco
tics to informants. There were grand jury hearings and 
criminal charges that lasted over a period of two years 
amidst a daily barrage of negative publicity. The focus 
of the investigation moved from the subordinates to 
Charles and his supervisor and back again. Ultimately 
there were no criminal findings. The two subordinates 
resigned, Charlie's supervisor was reinstated, and the 
Chief resigned for health reasons allegedly unconnected 
to the scandal, and Charlie, demoted to patrol officer, 
returned to work after a long suspension. 

Predictably, the preceding events had seriously eroded 
Charlie's marginal coping skills, which were largely 
based on bravado, artificial stimulants, and a collusive 
collegial relationship with his supervisor-a relationship 
that had been broken in the paranoia surrounding the 
protracted investigation. His drinking escalated, his 
behavior grew more erratic, and he sought to avoid lonel
iness by frequenting bars and associating with prostitutes. 
His drinking behavior brought several charges of conduct 
unbecoming an officer and approximately five months 
after his return he was removed from patrol and placed 
in an interior position investigating embezzlement. His 
zeal for work continued in this position as he sought to 
rectify his reputation. By this time, however, the District 
Attorney was sufficiently provoked to declare that he 
would refuse to prosecute any case in which it was just 
Charlie's word against the defendant. 

One final incident involving an arrest without color of 
authority caused the new Chief to require that Charlie be 
evaluated, for the first time, by a police psychologist 
selected by the department. (Charlie's previous 
psychiatric contacts were self-initiated as he sought to 
justify his ubelTant behavior and obtain needed prescrip
tions.) The City-obtained psychologist recommended a 
50% stress-related disability retirement and indicated that 
continued employment as a police officer constituted neg
ligent retention and posed seriolls emotional risks to Char
lie. This disability arrangement was quickly agreed upon 
by Charlie and his new Chief. It was his 12th year of 
service, and he was 40 years old. 

Thc months following his retirement were extremely 
diff'icult. he continued to drink heavily and threatened 
suicide on scveral occasions. He has since married fOI n 
third timc and is I1nancially comfortable due to an inhcri-

tance. He still apparently drinks excessively, has 
dcbilitating psychological problems and no consistent 
meaningful work. 

Kyle Huntington: Wounded Hero 

Kyle joined the sheriff's department when he was 22, 
happily married with two children. His whole career 
focused around his work as a canine officer. The first ten 
years of his career were personally very gratifying, as 
he and his dog accumulated many commendations. 

As an officer, Kyle was somewhat iconoclastic and 
anti-authoritarian. He was affected by the social events 
of the sixties and by his interactions with fellow students 
as he studied for an A.A. degree. At work, he had a 
reputation for being independent and resistant to criti
cism, and he described himself as a "shit-disturber." 

In his tenth year of service he was shot while patrolling 
a park district. He was on foot, with his dog, pursuing 
a suspected trespasser after having informed the dis
patcher of his whereabouts and intentions. As he walked 
toward the suspect, Kyle found his way blocked by a 
fence and he was faced with a dilemma. Under ordinary 
circumstances, he could have stood his ground and 
radioed for assistance on a portable walkie-talkie, but his 
walkie-talkie had been suspended when he took it home 
overnight, against department rules. At that time his de
partment owned 12 portable radios, enollgh for 75% of 
the deputies. Canine units received first priority because 
they operated without partners and were on 24-hour call. 
Kyle claimed he had kept a walkie-talkie overnight before 
and that he was unaware it was against official policy, 
as his radio privileges had never before been suspended. 
He was also the only operating canine unit on duty that 
night. 

Faced with turning his back on the slispect and return
ing to his vehicle, Kyle opted to climb the fence. and 
within seconds was shot in the arm and leg by a second 
suspect who was hidden from view. Paralyzed on his 
right side, he reloaded his gun with his left hand, shooting 
in the direction of his assailant. He lost consciousness 
shortly after. The dispatcher, aware that she hadn't heard 
again from Kyle, alerted a second unit in the area to 
check on his weI fare. The unit was also without a portable 
radio for the same reason, and when the second officer 
found Kyle he was also unable to radio immediately for 

help. 
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Once in the hospital, Kyle and his wife claim that 
department administrators were more concerned that Kyle 
not tell the press he was operating without a portable 
radio than they were with the extent of his injuries or 
the courage he displayed during the shooting. In anger, 
Kyle told the prcss about the radio and thus ensued a 



public debate between Kyle and several administrators, 
a debate in which the department impugned Kyle's be
havior at the crime scene and suggested that he exacer
bated or caused his own injuries. 

Within two-and-one-half weeks Kyle came home to 
, begin a long convalescence. He was unable to climb 

stairs or go to the bathroom unaided. His right arm was 
in a cast and his left side was essentially immobile. He 
was also terrified by repeated telephone threats on his 
life allegedly made by his assailants. Once he was home, 
administrators refused to continue providing security 
guards as they had at the hospital, and colleauges, shaken 
by the ongoing dispute as well as Kyle's tearful and 
fearful behavior, visited less and less following an initial 
outpouring of support. What support there was existed 
primarily for Kyle and not his wife, and she was increas
ingly burdened with caring for Kyle and thejr children, 
while responding to Kyle's escalating depression and 
phobias about being left alone. 

Kyle decided to retire and sue the department for dam
ages suffered as a result of serious willful misconduct in 
depriving him of safe employment by suspending his 
walkie-talkie. A Worker's Compensation attorney 
suggested that Kyle needed to see a psychiatrist. That 
psychiatrist found him to be in an acute depressive 
neurosis (post-traumatic stress disorder was not in use at 
this time) precipitated both by the shooting and the nega
tive way in which he felt treated by his department. This 
diagnosis would be repeated by four subsequent psychi
atrists in nearly a dozen interviews. 

The Workers' Compensation process took more than 
three-and-one-half years, during which time Kyle 
received psychiatric counseling for his continued fears 
and loss of self-esteem. Secretly he believed the depart
ment was right, that he was a bad person and a poor 
officer. He could see that he was tyrannizing his wife 
with his continued self-preoccupation, and he reinforced 
his poor self-esteem through several impulsive and costly 
business ventures. 

The Workers' Compensation hearings were emotion
ally arduous as Kyle repeatedly had to defend his 
character and judgment. He received a 48.5% disability 
rating and lump sum compensation of $16,000. The judge 
dismissed the charges of serious and willful misconduct 
against the department and suggested that Kyle was 
indeed responsible for his own injuries and motivated 
solely by his need for self-justification and a desire for 
money. 

One month following the final Workers' Compensation 
hearing Kyle attempted suicide and was hospitalized by 
his psychiatrist. When he left the hospital he moved into 
his own apartment, obtained further treatment for his fear 
of being alone, and began a new business venture. He 
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was 36-years-old. He continues to need periodic 
psychiatric therapy, is still extremely vulnerable to emo
tional stress, has persistent financial and business woes, 
and remains separated from his wife. His n~trospective 
view of what happened is succinct and to the point. 
" ... the people who shot me, shot me because I was a 
policeman ... not Kyle Huntington. The Sheriff's Depart
ment shot Kyle Huntington." 

Walt Landorf, "A Silently Troubled Employee" 

Walt joined a suburban police department when he 
was 28-years-old. He was married with children and was 
a heavy, secretive drinker. He had a terribly deprived 
childhood. Both his parents were alcoholics and he had 
literally been on his own since he was twelve. 

His wife left him shortly after he joined the department, 
primarily due to his drinking. About six months later, 
he dated and subsequently married a department secretary 
with two children of her own. 

He was considered a promising officer, encouraged to 
return to college and to apply for promotions. He saw 
himself as a good cop, particularly during the first two 
years of his career, although he felt uncomfortable around 
violent acts, particularly those associated with the use of 
drugs or alcohol. After less than five years on the force 
he was rotated to the detective division, an assignment 
more to his liking because it insulated him from the 
family disturbance calls that frequently entailed drunken
ness and fighting. 

For the next year-and-a-half his supervisors mildly 
complained that he lacked ambition and initiative, but 
made no efforts to increase his motivation or determine 
the reasons for his lack of productivity. He was also 
drinking about a fifth of whiskey a day, a fact he con
cealed both from his employers and his wife. 

After three-and-one-half years in the detective division 
he Was rotated back to patrol. Still fearful, he attempted 
to avoid dangerous situations by deliberately delaying 
his arrival at a crime scene. This behavior caused him 
guilt and anxiety. He sought psychiatric counseling at a 
local mental health clinic but was discouraged by the 
therapist's statement that he was unsuited to police work. 
He confided his fears to his wife, and she recommended 
a psychiatrist who consulted with the police department 
for whom she now worked. Walt found thiG psychiatrist 
easier to talk to because of his experience with other 
officers, and they commenced a four-year relationship. 

Walt was reprieved from his work as a patrol officer 
by transferring to the complaint desk. He did well, as 
reflected by his evaluations, and remained there while 
he worked with Dr. Morris, his psychiatrist. When again 
faced with having to return to the street, Walt opted to 



inform his superiors about his fear of violence and the 
fact that he had been in therapy for over a year. His 
supervisors were shocked and troubled mainly by the fact 
that Walt was no longer a standardized officer who could 
be rotated from div.ision to division. They were admiring 
of his stoicism and felt that he displayed a manly attitude 
in keeping his problems to himself, although each indi
cated they had an "open door" policy and would have 
willingly counseled any officer who would willingly have 
walked through the door. 

Dr. Morris, confident that he could cure Walt's an
xieties, recommended that Walt be permitted to remain 
on the complaint desk while therapy continued. There 
were no additional plans for rehabilitation efforts by the 
department and no arrangements for communicating with 
Dr. Morris about Walt's progress. 

During their work together Dr. Morris developed a 
theory about Walt's fear of violence. He telt that Walt's 
excessive fears were displaced anger resulting from re
peated reminders of his own abused childhood. Walt's 
wife felt Walt used Morris' formulation as an excuse to 
villify his parents and essentially shunt the responsibility 
for his problems onto others, including herself. 

One-and-one-half years later, Walt was forcibly re
moved from the complaint desk when the department 
replaced desk officers with non-sworn individuals, not 
prepared psychologically to return to street work, Walt 
went out on a disability leave and instituted a Workers' 
Compensation Appeals process claiming his phobias were 
actiw;ed by his work. 

At the first Workers' Compensation hearing, two psy
chiatrists, a psychologist, and Dr. Morris all testified that 
Walt had a work-related disability. The one dissenting 
psychiatrist indicated that Walt was simply a "vocational 
misfit" and recommended that Walt be reinstated in a 
desk job. 

The Workers' Compensation hearings continued for 
three years, during which time Walt obtained an A.A. 
degree and nearly completed his B.A. With Dr. Morris' 
assistance he stopped drinking but made no progress with 
his work-related anxieties, although Dr. Morris kept in
sisting he would some day be able to return to work. 

The department, outraged at subsidizing Walt's college 
career while seeing no change in his attitude toward polic
ing, demanded that Walt be ordered to undergo six more 
psychiatric evaluations. The consensus of these six opin
ions was that Walt's ability to give up alcohol and attend 
school were indications of mental stability. One psychi
atrist, new to the case, suggested that both Walt and Dr. 
Morris were engaged in a pml1table fraud. All the 
evaluators, including Dr. Morris, recommended that Walt 
return to work in a non-street capacity, although this 
violated a department policy that all officers be fit for 
hazardous duty. 
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Three years after his disability leave began Walt was 
fired. He was not fit to return to work, nor was there 
any consensus that his condition was work-related. Most 
crucially, his department and their insurance carrier felt 
they had met all their obligations by SUi'porting long-term 
treatment that produced few work-relevant results. 

Walt passively accepted his termination by mail. He 
quickly found work as a counselor for teenage alcoholics, 
dropped out of college, and tenninated therapy with Dr. 
Morris. His wife, worn down by Walt's blamefulness, 
inertia, and depression, left him within the year. 

Shortly after this separation, Walt began drinking 
again. His two reasons for abstinence, Dr. Morris and 
his marriage, were gone and he was beset with additional 
problems concerning his first wife. He had a brief episode 
of suicidal ideation, was psychiatrically hospitalized by 
his employer, and began a period of what he terms "au
thentic sobriety." His life now revolves around his work 
and his duties as a half-time parent. He holds little 
animosity towards his former department, and considers 
himself to be a pioneer who paved the way for others 
who suffer job-related stress. 

DISCUSSION 

The purpose of this discussion is to create a context 
for viewing and explaining the process that ends in job
related stress disability. The bottom line is that individual 
symptoms are retlective of systemic or organizational 
practices and that these practices support, encourage, or 
exaggerate individual symptoms. 

What links these three cases is a fundamental error in 
attribution: the individualizing of an ecological problem. 
This error is commonly made because it is often easier 
in the short run to focus on an individual than it is to 
examine the elusive relationship bctween person and 
organization. Mental health professionals, because of 
their training in individual psychodynamics, are vulner
able to making this same error, or being pressured into 
activities that support a too limited perspective. 

Granted that hindsight is the luxury of retrospective 
research, the following discussion attempts to illuminate 
some of the ecological issues raised by these three cases 
in the hopes that systemic interventions will modify the 
alarming rate at which such disability retirements have 
recently occurred. The major issues to be discussed are: 
(a) the impact of organizational structure on the use of 
discretion; (b) the resonance of individual personality 
traits with organizational and cultural norms; (c) problems 
of role termination and career development; and (d) prob
lcms in the Workers' Compensation process, particularly 
the relationship between mental health and law enforce .. 
menlo 



The Impact of Organizational Structure 
and the Use of Discretion 

One of the most critical realities of law enforcement 
is that police officers work in bureaucratic organizations 
and the operation of these bureaucratic organizations is 
an unanticipated source of stress that exceeds the expected 
stress level of line of duty danger (Danto, 1979; Kroes 
et aI., 1974; Kroes & Gould, 1979). Furthermore, police 
bureaucracies are traditional hierarchies-bottom-heavy 
structures in which the most numerous group of em
ployees possesses the least personal power. Account
ability and CUlpability often filter down from the highest 
level of responsible governance to the lowest, coming to 
rest at the most malleable and expendable level: the indi
vidual. 

Some forms of bureaucracy concentrate authority, vis
ibility, action, discretion, and responsibility in the organi
zation's administrative component. Lower ranked 
employees simply follow direction. In police organiza
tions, the lowest ranked, least powerful, least prestigious 
group, patrol officers and detectives, are the most visible 
and active employees. They incur the most responsibility 
as a result of their activity and the fact that they rely on 
the use of discretion to make critical decisions about 
ambiguous situations while under duress, sCnltiny, and 
the pressure of time. 

Middle management and administration. on the other 
hand, base many of their discretionary decisions on pol
icy. The consequences of these administrative decisions 
are generally less serious than those of a patrol officer 
whose daily responsibilities involve protecting the safety 
and constitutional rights of both criminals and non
criminals. Administrative responsibilities are largely 
internal to the organization and less visible to the public 
and the context in which administrative decisions arc 
made is decidedly more controlled with respect to privacy 
and the luxury of time. 

The individual officer is caught in a bind. He/she lit
erally has the worst of two worlds. Helshe is both pow
erful and powerless, possessing ultimate authority on the 
street and minimal authority within his/her organization. 
The inherent risk of initiatl'lg discretionary street actl vity, 
therefore, leaves the office;' vulnerable to criticism and 
discipline from administration, middle management, and 
the public (Johns01l, 1972). 

Kyle's dilemma best exemplifies this problem. He was 
alone at night in a dark area, uncertain of the gravity or 
danger inherent in the situation. Past experience told him 
the situation was most probably not volatile. yet pre~cnt 
circumstance made him uneasy. He had to balance con
cerns for his own safety with presenting a confident. 
authoritative stance to the suspect. and he had to halance 

457 

personally and socially derived needs for independence 
with a more cautious, conservative approach involving 
a request for backup assistance. In other words, he had 
to exercise discretion by making a complex, multi-level 
decision in the dark with inadequate information con
cerning the status and intentions of the suspect. Under 
such circumstances, there is no way anyone could make 
such a decision with certainty. 

Discretion is defined as the "liberty or power of 
deciding or acting without other control than one's own 
judgment" (Webster's New Twentieth Cellflll)' Dic.·tio
nary, 2nd edition, s.l'. "discretion"). Using his discre
tion, Kyle expected support for his evaluation of the 
situation. Instead, he was confronted with an impossible 
dilemma. His discretionary judgment was acceptable only 
if he made the right decision, and the "rightness" of his 
decision could only be determined after the decision Was 
formulated and reviewed. His department mythologized 
the existence of discretionary power by suddenly treating 
it as nile-bound activity when it was in fact context-bound 
and without stable rules. 

The impetus for such opportunistic reclassifying was 
the increased environmental pressure brought about by 
intense public sCnltiny and media interest. Departmental 
administrators misinterpreted the actual threat to organi
zational survival. and in a reflexively self-protective 
move, deflected blame to Kyle, going to great and prob
ably unnecessary lengths to save face. The cost of such 
an unreasonable response was ultimately prohibitive, 
financially and emotionally. especially in light of the 
eventual outcome in which money was alloted to purchase 
additional walkie-talkies and the practice of suspending 
radios for disciplinary reasons was finally ended. 

Kyle responded to the administrative actions with con
fusion. humiliation, and anger which eventuated in a 
lawsuit. Colleagues. noting his dilemma, declared they 
were wary about using initiative and tempted, in the 
future, to "look straight ahead" during their shifts. 

Charlie. too, had difficulties relating to the use of 
discretionary power, although his difficulties were the 
result of a chronic misuse of discretion promoted by 
conflicting directives that restricted his police authority 
while demanding an increase in his productivity. 
Throughout his career Charlie exceeded the limits of his 
discretionary powers. stretching them into quasi-legal 
activities. He sometimes believed that the apprehension 
of criminals took precedence over the enforcement of 
due process. At other times. Ill! rnlionalized abrogating 
individual rights on the grounds that the individual in 
question had dubious sodal value in the community. 

It appears obviou .. from the CHS(; data that Charlie'!,> 
own inflated self-image and need to excel prompted SOme 
of his behavior. But it IS also clear lhal his department 



underwrote and even exploited his personal needs of 
achievement. Charlie could not have act~d as he did 
without covert administrative approval. It is difficult to 
imagine, for example, that his Chief was totally unaware 
of the discretionary enlargement in which the narcotics 
unit engaged, although he sought to deny his own respon
sibility by reassuring himself that hp, could rely on Char
lie's supervisor, however, was nr;ither reliable nor in 
control. He believed human rights were a lot of "crap" 
and spent much of his energy tIying to "outfox" his own 
superiors. He also shared Charlie's preference for prag
matic law enforcement. 

When the work scandal erupted, the ensuing investiga
tion focused on individuals and neglected some of the 
complex issues previously mentioned. After the investi
gation, the system "righted" itself with the induction of 
a new Chief and the initiation of psychological services 
for officers and their families. 

The act of deflecting blame to obscure administrative 
responsibility is made easier by the organizational struc
ture of most police departments in which the lowest 
ranked individuals have the least authority and the most 
visibility. Blame deflection is a damaging, defacto form 
of governance that protects the survival of the agency at 
the expense of its individual members. It occurs under 
special circumstances requiring the combination of the 
following three elements: a threatening intrusion from 
the environment that reveals or has the potential to reveal 
covert or improper action on the part of top or middle 
level administrators regarding the discretionary actions 
of an individual officer. 

Blame detlection obscures the occasional failing of 
supervisory and administrative personnel and conceals 
ruptured relationships between patrol and administrative 
subcultures when they exist. It blurs the envy created by 
administratively isolated sub-units and camouflages the 
lure that street discretion holds as an antidote for the lack 
of participatory management accorded to adults who work 
in an authoritarian or arbitrarily administered agency. 

The Resonance or Individual Personality Traits with 
Organizational and Cultural Norms 

Police work belongs to that category of service profe~
sions that Hochs('hild (1982) calls "emotional labor." 
These are the professions in which on-the-job feeling is 
estranged from one's off-the-job self. und a major com
ponent of the work is to obscure job stress. Emotionnl 
laborers utilize an occupational person to covcr feelings 
that are fit odds with the occuputionally rC(luircd pre ... en
tation of self. The establishment of a competent, 
authoritutive appearance, for instunce. mny !lr may not 
be congruent with how nn oft1cer feels, but is nonetheless 

necessary to command respect, cooperution, and to offer 
reassurance. 

The occupationul persona can be deceptive for those 
who have strong unconscious needs to deny or compen
sate for weakness, fear, and low self-esteem. It is as 
though the persona becomes more pleasing thun one's 
own genuine, yet imperfect self. This is the juncture 
where institutional and personal needs overlap. 

The stoicism inherent in emotional labor reflects the 
cultural conditioning of males in the larger society. As 
such, it is a tusk subscribed to by individual officers, 
their organizations, und the society in which these indi
viduals and organizations exist. As a consequence of 
these unified attitudes, emotional labor is u pervasive 
ideal of the police culture, the violution of which has a 
potent impact on the individual and his/her agency. The 
police field, in particular, discourages the expression of 
weakness, dependency, or emotionality. Thus, officers 
with difficulty in these areas find support for denying or 
hiding from these issues, as did Charlie and Walt. 
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Individuals are predisposed in a variety of ways to 
make certain productive or unproductive udaptations to 
their occuputional journeys. When prfIisposing elements 
synchronize with orgunizational and eulturul factors, an 
employee's problems ure amplified while the oppor
tunities for confronting his/her problems arc diminished. 
Predisposing personal clements are "soft spots," areas of 
vulnerability most resonant to the intluence of the work 
environment. It is within this resonunt relationship bet
ween individual (lnd environment that the etiology of job 
dysfunction begins. Among the personal elements 
affecting Charlie, Kyle, and Wult were excessive needs 
for' achievement. control and approval, counter-phobic 
behavior regarding intimacy and dependency, and drug 
and alcohol ubuse. 

Excessive reliance on work-related achievement, to 
the exclusion of other ureas of personal development, 
gives the individual a false sense of self-worth, making 
him/her overly vulnerable 10 disappointments in the work 
sphere and distracting him/her from resolving internal 
conllicts or setting. more realistic standards for him/her
self. This vulnerability is increused when the work culture 
em,:ourHges c()mpens(,f{)l'Y activit>' at the same time it 
discourages exploration and ~csolution of areas of 
psychological cont1ict. Charlie's addiction to work was 
considered an "admirable naw" signifying commitment 
to law enforcement. His use of alcohol and drugs provided 
the ';Iamina needed for prolonged investigutions and his 
aggressiveness ham10nized with agency needs by produc
ing. even exceeding. desired slntisties. Walt's stoicism 
wa" regarded ao; manly Hnd his inability to (lsk for help 
from his .,upcrviscm, was actually II relief to his over-taxed 
amI under~traincd ~uperi(1rs. 



Preoccupation with success in the work place masks 
failures in the personal sphere, particularly the establish
ment of satisfying intimate relationships. This is most 
easily accomplished in policing because the task lends 
itself to counter-dependent behavior: action takes prece
dence over relationship and the need to control others 
can be easily gratified. One can deny unacceptable weak
ness, or, like Charlie, Kyle, and Walt, confine theexpres
sion of vulnerability or dependency to an ambivalent and 
hostile relationship with a dependency-tolerant wife. 

Problems of Role Termination and Problems in the 
Workers' Compensation Process 

These are no easy ways to leave the police culture. 
Law enforcement is rife with problems of "role-term ina
tion- failure to provide pern1issions, procedures, and pro
cesses to allow members guilt-free exit from the organi
zation" (Carroll & White, note 1, p. 140). The only 
proper exits are retirement following a 20-year career 
(Swanson, note 2), physical injury and illness, or death 
incurred in the line of duty. 

Rigid expectations about career longevity leave little 
room for a maturing officer to acknowledge or act upon 
the known developmental changes in his/her career objec
tives, since premature retirement can be costly to the 
individual in terms of benefit losses. By equating eligi
bility with longevity, civil service and retirement systems 
force themselves to keep apathetic, burned-out, disgrun
tled or mismatched individuals in their employ. By 
equating eligibility with longevity, civil service, retire
ment systems, and some police associations blindly 
ignore the existence of adult development and the fact 
that a derision made a 21 may no longer suit the individual 
at 40, r~1rticularly if he or she is frustrated at the lack of 
promotIOnal opportunity while burdened with accumu
lated financial responsibilities that do not permit a free 
exploration of other occupational alternatives. When pre
mature resignation is punished by a loss of retirement 
benefits, the disillusioned, angry, or desperate employee 
is actually encouraged to seek a disability retirement. 
This was true for both Walt and Kyle. 

The drive for financial compensation attached to the 
disability process seems neither solely practical nor solely 
mercenary. Money is one of the most powerful forms of 
acknowledgment and status in American culture. The 
granting of a large disability award has both practical 
and psychological benefits. A large award holds promise 
for restoring a feeling a potency to an ego-injured plain
tiff, especially when the pluintiff, like Kyle feels 
humiliated by the culturally sedimented lack of compas
sion and understanding towards his emotional problems. 
A sound ecological intervention would encourage agen-
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cies to develop career paths that both provide alternative 
rewards to traditionally scarce promotional opportunity 
as well as conceive of career paths in distinct phases that 
have non-punitive opportunities for vocational redirection 
and guilt-free exiting. 

The Workers' Compensation system has apparently 
become that which it was designed to avoid-a tortuous 
adversarial process of mutually escalating hostilities and 
defensiveness. A particularly sour note was the relation
ship between law enforcement agencies, their insurance 
companies, and mental health professionals. Agencies 
manifested ambivalence and resentment about cracks in 
the occupational persona with recurring problems over 
fee payment and the credentialing of therapists. 
Apprehension, mistrust, and blatantly conflicting values 
(Stratton, note 3; Berg, note 4) confused the clients and 
made a sham of impersonal, accurate psychodiagnosis. 

One of the best examples occurred during Walt's 
hearing in which Dr. Morris and Dr. Zucker (an 
evaluating therapist), testifying for opposing sides, pre
sented a stunning conundrum from which there appeared 
to be no logical escape. Morris, pushed by an attorney 
to make a specific diagnosis of his client, stated that Walt 
"had a phobia, which is an irrational fear." He then went 
on to state that he thought it was "irrational" for anyone 
to be a policeman! In a similar vein, Dr. Zucker found 
Walt to be "too nice a guy to be a policeman," thus 
insinuating his own values and sterotypes about police 
officers and their tasks into a supposedly objective pro
cedural evaluation. He then went on to state that Walt 
was not "mentally ill" because "one is not mentally ill 
to be repelled by violence .... " According to the testimony 
of these two "experts," Walt's irrational fear was in fact 
rational and it was healthier for him to be disabled by 
his fears than it was to overcome them! He was at once 
too disturbed to work and not sick enough to function as 
a police officer! Such a confusing picture creates a double 
bind from which there is no relicI', as the therapists 
involved confused occupationally determined behavior 
with the impulses thut appeared to inspire it (Bateson, 
1972). 

Walt's case also demonstrates how shopping for com
putible testimony artincally polarizes medical testimony 
and obscures accurate diagnosis. While the three 
psychiatrists (including Dr. Morris) differed ubout issues 
of indemnity, liability for further treatment, uttribution 
of cause and permanency of symptoms, they all agreed 
that Walt was symptomatic only in regard to street duty 
and they ull recommended that he he retained by the city 
in another capacity: a recommendation which mirrored 
Walt's original request. made three-and-one-halr years 
before, that he be retained on a desk position! 



SUMMARY 

The previous three case histories and discussion briefly 
illustrate the reciprocal impact of person, organization, 
and culture, suggesting that job-related emotional dys
function is an ecological problem stemming from the 
relationship between the individual, the workplace, and 
the surrounding environment. Of special note is the pas
sage of time and the conflicts that emerge between 
developing adults and rigid organizational structures. 
Specific issues, such as organizational structure and the 
use of discretion, were presented as examples of the 
complex origins of job stress and disability retirement. 
Mental health professionals were urged to adopt an 
ecological perspective as they seek to interpret events 
and intervene in the law enforcement community. 
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BUILDING POSITIVE POLICE IMAGE FOR PEAK POLICE PERFORMANCE: 
ONE APPROACH TO STRESS MANAGEMENT 

Rita Koppinger, M.S.W. 

INTRODUCTION 

Police stress is much more than the result of the inhe
rent dangers of the job. The stress in police work is also 
the result of the conflicting demands of the job. One one 
hand, society including victims of crime and others in 
crisis encountered by the police, expects police officers 
to be all things to all people and to solve all of life's 
problems with concern and compassion. On the other 
hand, police must also maintain emotional control, objec
tivity and impartiality While receiving few rewards and 
little recognition for their work. Further, police are con
tinually exposed to the worst society has to offer. Because 
of these demands the officer is often left felling frustrated 
and overstressed. Certain attitudinal and behavioral 
changes can take place in police officers often causing 
them to deny their feelings, to insulate themselves, to 
question their skills and abilities, to become critical of 
their own performance and to experience lowered self
esteem. This self- criticism and lowered self-esteem leads 
the officer to experience more feelings of stress and fewer 
and fewer of success and satisfaction in his work. 

Course Description 

The Course r have developed is best described as a 
course in stress management and self-esteem building 
and is designed specifically for police officers. The 
primary purpose of the course is to help police ofticer 
participants develop a more positive uttitude towards 
themselves and their work. This is done by helping them 
recognize and understand how the work affects their own 
flttitudes and behavior, by helping them find new ways 
to deal with the stress of police work and by helping 
them recognize their personal strengths and abilities. In 
short its designed to build a "positive police image" to 
assure "peak police performance". 

Goals of the Course 

Specific goals or the course are: 
I. To increase the officer' self-confidence and help 

promote a more positive attitude toward police work. To 
recognize the qualities of Peak Police Performance and 
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to develop a Positive Police Image. 
2. To develop an understanding of the causes and 

implications of police job stress and the impact that it 
can have on the individual officers, his organization, his 
marriage and family, his work performance and his sclf
esteem. 

3. To develop skills for the individual officers to effec
tively cope with stress. 

Methods 

The methods used in this class include lecture, small 
group discussion, brainstorming, problem solving (group 
and individual, self-analysis through a variety of evalua
tive instruments, goal setting exercises, visual aids, hand
outs and films). The methods used depend on who the 
participants are and on the length of the course which 
can vary from two days to five days. 

Instructional Approach 

The approach to presenting this course focuses on 
engaging the participants in the learning process. They 
are encouraged to examine their own feelings and experi
ences and to share their opinions and ideas. Group 
activities are geared towards promoting a felling of accep
tance and a sense of community in the group. Individual 
exercises emphasize building officers' coping skills, self
confidence and self-esteem. Discussions take on a 
problem solving approach with the direction of the course 
being altered as it goes along depending on the issues 
raised. Emphasis is on those situations over which the 
participants have control. Class members are asked to 
lead group exercises to encourage members' participation 
and to increase individual investment in the process. 

Participation by class members is rewarded and rein
forced. For example: a large sheet of paper with "bright 
Ideas" written on it is used to record important ideas 
participants bring up. Another paper titled "Burning 
Issues" is used to record issues to be discussed later in 
the course. 

Evaluative tools such as those that measure stress levels 
and identify stress symptoms are used to help participants 
identify with the materiul and lead toward the develop-



ment of insight. Stress reduction and esteem building 
exercises are incorporated throughout the course. Having 
class participants present some of the exercises increases 
class interest and compliance. Use of humor and infor
mality is encouraged. 

Course Content 

The first phase of the course focuses on stress theory 
with an emphasis on the stress of police work. Lecture 
and discussion also cover police officers as victims and 
post-shooting trauma. 

The second phase covers the psychology of self-esteem 
using "Positive Police [mage" as a way of identifying 
how they would individually like to see themselves. Lec
ture and exercises borrowing from motivational 
psychology and tailored for police are used to help 
officers recognize their own unique strengths, abilities 
and potential. Exercises use goal setting, affirmations 
and visualization. "Peak Police Performance" exercises 
help identify specific behaviors they are proud of and 
also those they would like to alter. Cognitive restructur
ing, mental rehearsal and positive self-talk are some of 
the techniques presented. 
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The third phase focuses on identifying the stresses in 
participants' lives including personal, marital and 
departmental stress. Participants identify the major stres
ses, symptoms and causes in each of these areas and 
develop action plans to deal with them. Emphasis in this 
phase is on stresssors over which the participant has 
control. Departmental stressors are dealt with by the 
entire group with the action plan presented to the depart
ment at the conclusion of the course. 

The final phase of the course focuses on stress reduc
tion approaches including progressive relaxation, self
hypnosis, diet and physical fitness. 

SUMMARY 

This paper presents one approach to teaching stress 
management to police. The uniqueness of the course is 
that it focuses on increasing the officers' self-esteem and 
confidence in his performance. The course combines gen
eral stress theory with motivational psychology and cog
nitive restructuring techniques and is tailored for police. 
It uses what is labeled as "Positive Police Image" and 
"Peak Police Performance" to help the participants to 
recognize thcir individu~l strengths, abilities and poten
tials and to set goals for th.emselves. Using these concepts 
as the core of the course, it can be altered in length from 
two to five days and varied somewhat depending on the 
patticipants. 



THE RELATION BETWEEN STRESS 
AND MARITAL RELATIONSHIPS IN POLICE OFFICERS 

Hellry J. Madambll 

Selye (1936) defined stress as the bodies response to 
any demand placed on it. He conceptualized the stress 
response as a three pattern syndrome. This syndrome, 
known as the General Adaptation Syndrome is the 
physiological response of the body to any stressor. How
ever, he found that chronic stress may cause malfunctions 
in the bodies response system. This fact may diminish 
and deteriorate the ability of the system to function. It 
is at this stage of constant adaptation that may cause 
secondary related psychophysiological problems for the 
individual. 

The police officer in the natural course of his working 
day must endure the stressors of fluctuating high and low 
emotional states, irregular and long working hours, poor 
diet, constant situations of danger and the ever present 
state of readiness Kores (1979). 

Reiser (1974) found that a development system which 
helps fight stress and protect the young officer against 
their own emotions and outside dangers is a process of 
maturing through experience. The young officer iden
tifies with his peers and then distances himself from his 
family to protect them from the negative aspects of his 
job. This self isolationism may affect the family structure 
by alienating him from his wife and children. 

Conversely, Reiss (1970) found that because of the 
many effects of stress on the officer the family and social 
friends of the officer are effected secondary by the same 
stressors. 

Combining the findings of Kores (1979), Reiser (1974) 
alld Reiss (1970) one may preceive that stress levels 
effect an officer, through his peer groups beliefs and 
marital role relationship. The hypothesis to be tested is, 
do married police officers of the Atlantic City Police 
Patrol Division have harmful stress and does this stress 
effect beliefs of the peer group and marital attitudes. 

METHOD 

Subject 

The subjects were 36 members of the patrol division 
of the Atlantic City Police Department. The off1cers were 
married, male and racially mixed patrolmen. The off1cers 
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were randomly selected from shift roll rosters of the 
Alpha (08:00 hours to 16:00 hours), the Bravo (16:00 
hours to 24;00 hours) and the Charlie shift (24:00 hours 
to 08:00 hours). 

Apparatus 

The apparatus for this experiment was a self- adminis
tered questionnaire. The form consisted of a cover page 
requesting information on rank, years of service, race, 
married (number of times and how long), divorced or 
separated (number of times). 

The next part of the questionnaire consisted of forty 
questions. Questions one to ten asked for responses to 
peer culture beliefs. Questions eleven to twenty asked 
responses to concepts of role relationship satisfaction in 
the marriage. The final questions asked, twenty-one to 
forty were modified to demonstrate response of 
symptomatic chronic complaints of the effects of 
psychophysiological indicators of stress overload. 

The subjects response mode of the questions asked 
was through a linear coding of point scales. The officer 
selected his response to "How often would you say 
that," ... Almost always (5 points); most of the time (4 
points); some of the time (3 points); almost never (2 
points); and never (I point). 

The point totals for each subject were logged and rank 
ordered according to question variable. These ranks were 
then tested for significance using the Spearman Rho cor
relation co-efficient test. 

RESULTS 

As Table I indicates, a significant correlation coeffi
cient wus found between stress indicators and the com
bined cultural beliefs and marriage role relationship satis
faction variable (rs =.47 (30); rs = 10 significant at P< 
.01). 

However, there was no significance found by an inde
pendant correlation of role relationship satisfaction and 
stress indicator levels Crs=.47 (30), rs= .05 significant 
ut P<.OI). 

Conversely, there was no significance found by the 



Table I. CROSS CORRELATION OF VARIABLES AND SIGNIFICANCE FOUND 

Correlalion A B C D E* 

A&B r.= \0 

A rs= .05 

B r,= .15 

A&B r,=.19 

A r. =. \0 

B r.= .14 

C r."" .15 

A r,= .02 

B r,=.90 

C r.= .9S 

A 

B 

C 

A 

B 

C 

Rho Correlation Coerncienl tested at r, =.47 (30) P<.O I 
r.= .60 (IS) P<.OI 

F* G Variable Index 

A. Role Relationship Satisfaction 
B. Peer Cultural Beliefs 
C. Stress Indicators 
D. Years of Service 
E. Veterans N= IS 

5 years-over 
F. Rookies N= IS 

0-5 years 
G. Years of Marriage 

r,=.7S 

rs= .S6 

r,=2.31 

r.= .01 

r,=.32 

r,=.20 

*Rho test for Veterans and Rookies at N of IS 

independant correlation of peer cultural beliefs and stress 
indicators (rs =.47 (30), rs = .15 significant at P<.O I). 

Secondary correlations combined and independently 
tested for significance were years of service, stress indi
cators, cultural beliefs and marriage role relationships. 

The first correlation found that there was no signifi
cance between total years and combined correlation of 
role relationship satisfaction and cultural beliefs (rs = .47 
(30), rs= .19 P<.Ol). The total years of service equals 
208, x = 5. 78 year~, and S.D. = 1.84 years. 

The second correlation found no significance between 
the independant correlation of marriage role relationship 
satisfaction and total years of service (r5=.47 (30), 
rs=P<.OI). 

The third independant correlation indicated no signifi
cance between peer cultural beliefs and total years of 
service (r5 =.47 (30), rs =.14 P<.OI). 

The final correlation was between the combined vari
ables of years of service and Htress indicators with no 
significance (rs=.47 (30), I's==.15 P<.OI). 

Subdivisions of the years of service variable was the 
correlation of veterans (5 years and over) and rookies 
(0-5 years) and role satisfaction, cultural beliefs and stress 
indicators. 
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There was no significance found for veterans years of 
service and role relationship satisfaction (rs = .60 (18), 
rs=.02 P<.OI). Total years of service of an N= 18,148 
years for veterans, x = 8, S.D. 1.75 years. 

However, there was significance found between vete
rans and peer cultural beliefs (rs= .60 (18), rs= .90 P< 
.01). 

There was also significance found for veterans and 
stress indicators (rs= .60 (l8),rs= .98 P<.OI). 

The second subdivision of the years of service variables 
tested was for rookies. The N = 18 total years of service 
48, x=2.67, and S.D. 1.21. 

There was significance found between rookies years 
of service and role marriage relationship satisfaction 
(rs=.60 (18), r5 =.78 P<.OI). 

There was also significance found between rookies 
years of service and cultural beliefs (rs= .60 (18), rs= .86 
P<.OI). 

Significance was found between rookies years of ser
vice and the stress indicators variable (rs = .60 (18), 
r8 =2.31 P<.OI). 

The third cross correlation of variables tested was total 
years of marriage combined, veterans, rookie and role 
relationship satisfaction, cultural beliefs and stress indi
cators. 



The first correlation indicated that there was no signifi
cance found between total years of marriage 256, 
x == 7.11, S.D. 3.33 and role relationship satisfaction 
(rs=.47 (30), rs= .01 P<.OI). 

The next correlation of years of marriage and cultural 
beliefs indicted no significance (rs =.47 (30), rs = .32 
P<.OI). 

The final cross correlation was years of marriage and 
stress indicator levels. No significance was found 
(r5=.47 (30), rs=.20 P<.OI). 

DISCUSSION 

The significance found of the combined scores of the 
variables role relationship satisfaction and cultural 
beliefs, correlated to the stress indicators level scores 
indicated a relationship between current stress levels, 
marital attitudes and cultural beliefs. This may only be 
viewed in relation to some of the married members of 
the patrol division of the Atlantic City Police Department. 

However, the independant correlation between role 
relationship satisfaction, peer cultural beliefs and stress 
indicators demonstrated no significant value. This may 
imply the catalyst relationship between the variables of 
how one variable may effect the other as found by Bennett 
(1979). 

Secondary correlations between the total years of ser
vice and the combined variables of role relationships and 
peer beliefs did not demonstrate any significance. This 
data may be insight to the findings of Reiser (1967). He 
found that the adaptability ot the officer is within his 
control if he can learn to use past experiences to handle 
stressful problems. Therefore, as he matures stressful 
situations can be handled. 

Subdivisions of correlations of years of service, vete
rans and rookies demonstrated no significance of role 
relationships and total years of service. This may imply 
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that as the officer matures within his police role, he is 
able to deal with his marriage problems as seen by 
Anderso1l (1978). Whereas, rookies had difficulty with 
the marriage in their first few years on the job. This 
demonstrates the findings of Bennett (1979). 

Both veterans and rookies were correlated with their 
years of service. A significance Was demonstrated in the 
relationship of cultural beliefs and stress indicators. 

This data again, may give insight to.tIe molding of 
the officer. The daily toil of duty and the need for loyalty, 
friendship and secrecy. Kroes (1980). 

But, it must be remembered that any effect to 
generalize these findings to predict future phenomenon 
would be incorrect. 

Although much insight and need for future study has 
been determined, it must also be remembered that because 
of the impact of casino gambling in Atlantic City, there 
is a large daily influx of persons, money and property. 
The crime index has also jumped drastically. Criminal 
activity and criminal services have kept up with the rise 
in crime and this is tum effects the officers stress levels 
according to job requirements. It is this variable that has 
gone untested and warrants future investigation. 
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OFFICER PROFILE 

Circle One 

HOW OffEN WOULD YOU SAY: 

1. r try to keep my hours secret from my spouse: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

2. f attempt to keep my finances and money dealings unknown: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Neve'r 

3. I keep my social activities from my spouse: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

4. I try not to talk about other police officers on duty activities: 

(5) Almost always (4) Most ofthe time (3) Some of the time (2) Almost never (I) Never 

5. I tend to limit my off duty social contacts to police officers and their spouses: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

6. I tend to sterotype anyone who is not in law enforcement as a civilian: 

(5) Almost al ways (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

7. r try to maintain an open attitude about people I come in contact with but still remain cynical about most everyone: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

8. I attempt to keep my personal life nut of knowledge of even the other members of the department I work with: 

(5) Almost always (4) Mostofthe time (3) Some of the time (2) Almost never (I) Never 

9. I don't talk to my spouse about other officers off duty activities: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

10. I believe that only law enforcement officers truly can speak authoritation about police and their problems: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

II. I devote a special portion of my off duty time solely to my spouse: 

(5) Almost always (4) Most ofthe time (3) Some of the time (2) Almost never (1) Never 

12. I don't believe my spouse's daily activities are mundane and boring: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 
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13. I see my spouse as a civilian: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

14. I talk to my spouse about the shift's daily activities or what I do: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

15. r take interest in my spouse's work activities: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never ___ _ 

16. r attempt to share my emotional stress with my spouse whether good or bad: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

17. I believe that my career should be shared with my spouse: 

(5) Almost always (4) Mostofthe time (3) Some of the time (2) Almost never (1) Never 

18. I take an interest in my spouse's special needs and problems: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

19. I believe that my spouse understands my problems and needs: 

(5) Almost always (4) Mostofthe time (3) Some of the time (2) Almost never (J)Never 

20. [tend to show outward affection towards my spouse: 

(5) Almost always (4) Mostofthe time (3) Some of the time (2) Almost never (1) Never 

21. r have a nervous sweat or sweaty palms: 

(5) Almost always (4) Mostofthe time (3) Some of the time (2) Almost never (I) Never __ _ 

22. r have a hard time feeling really relaxed: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

23. I have severe or chronic headaches: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never ----

24. I have severe or chronic lower back pain: 

(5) Almost al ways (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

25. My stomach quivers or feels upset: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 
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26. r have problems with my bowels (constipation or diarrhea): 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

27. My weight is more than ten (10) pounds higher or lower for a person of my height and build: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

28. I don't reaIIy plan my meals for balanced nutrition: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

29. I can't fall asleep easily: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

30. When I do sleep, I awake feeling tired: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

31. I have trouble remembering things: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

32. It is important for me not to show affection: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (l)Never 

33. I find it hard to talk when I'm excited: 

(5) Almost always (4) Mostofthe time (3) Some of the time (2) AI most never (I) Never 

34. I feel extremely sensitive and irritable: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

35. I feel like I can't trust anyone: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

36. I feel very tired and disinterested in life: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (I) Never 

37. Impulsive behavior had caused me problems: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

38. J am constantly anxious about problems I can't reaIIy describe: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 
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39. I don't feel good about my work or accomplishments: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

40. I enjoy working late: 

(5) Almost always (4) Most of the time (3) Some of the time (2) Almost never (1) Never 

Total 

PhyIiaoIlndltaton Questionnaire adapted rrom Jad< Seitzinger, Ph.D (",Uee St ..... Indicators) rrom the reoeardt nr Thomas Holm .. and Rkhard Rohe (1967) 
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SHIFT WORK 

Paul S. O'Neil, M.E£!. 

Since the establishment of the Commission on Law 
Enforcement and Administration of Justice 19 years ago. 
a great deal of interest has emerged in the criminal justice 
system in general, and in police organizations in particu
lar. During the first five years (1965-1970) the focus on 
police was primarily aimed toward increasing the educa
tionallevel of police officers, acquisition of new material, 
implementation of advanced technology for the prediction 
of criminals, and evaluation of the traditional organiza
tional tenets of police departments. 

The 1970's heralded a new era of exploration of the 
criminal justice system. Reiser (1970) presented a paper 
to the American Psychological Association. delineating 
the particular effects of stress on police officers. The 
focus on the man behind the badge produced an 
immediate response by police administrators throughout 
the country. The resultant stress reduction programs. 
modeled after employee assistance program~, originally 
focused upon alcoholism and were staffed by peer coun
selors (Donovan, 1968). As more literature appeared in 
the mid-70's indicating the debilitating effects of stress 
and the inordinate amount of stress endured by police 
officers (Matthews, 1979), police administrators started 
employing clinical psychologists for the remediation of 
stress management programs have focused upon the 
symptoms of stress (e.g .• alcoholism. suicide, divorce), 
amelioration of the stress symptoms exhibited by police 
officers, and have attempted to isolate specific stressors. 

The job specific stressors that Kroes (19RO) identifies 
as having grave impact on police officers can be divided 
into three categories. The first category includes all the 
stressors that neither the police officer nor the police 
department has any control over, such as periods of inac
tivity, inadequate resources, llladcquate pay and job 
status, job overload. court duties, level of re<;ponsibility 
for people, negative public image. racial situations. and 
crisis situations. The second category includes thc strcs
sors that the individual has moderate degree of control 
over, for instance, job conflict, conflict of attitudes and 
values, and amount of part time work. The lhird category 
includes the job stressors that the police department 
administration can exert some control OWl'. e.g., 
administrative policies and decisions. organi'r.ational ter
ritoriality, job ambiguity. and patterns ot shift work. 
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Shift work appears in all the literature on police stress 
as a contributor to the job spedne stress of law enforce
ment (Matthews, 1979). The preponderance of jobs 
within a police department are routine patrol functions, 
necessitating shift work. With mandatory' night work 
ingrained in the historj of police work, the tolerance and 
adaptation problems have been viewed as a necessary 
requirement of the job. Traditionally, most managers in 
police department, having "worked up through the 
ranks". have accepted night work as a facet of the job. 
They develop shift plans with major emphasis on 
maximum police coverage during peak crime periods, 
with !~ttle regard to the social, psychological, and 
physiOlogical impact on the individual patrol officer. 
There have been no published controlled experiments 
conducted within a police department reviewing advan
tages and disadvantages of the many different shift plans 
that could be adopted. Some minor research on the effects 
of shift work indicate that many officers resign due to 
their inability to adapt to rotating shift work (Kroes, 
Margolis. and Hurrell, 1974). Many researchers, 
including Kroes (1980), have found that most officers 
report physiological adaptation problems in readjustment 
to eating and sleeping patterns as their hours of work 
rotate. Horstman (1978) discovered a significant din·-t 
and positive correlation between the sequential number 
of nights worked and allegations of police brutality. 

All the research on fatigue, especially Kroes' work on 
occupational strcssors and Horstman's work on police 
brutality, appear to COncur that a good number of police 
officers seem to be suffering from signs of chronic mental 
fatigue. Fatigue is directly attributed to shift schedules 
and the social, psychological, slellping and eating pattern, 
and physiological disruption associated with night work. 

The necessity for shift work is also accepted by the 
officers performing patrol functions. A few precursory 
surveys (Sheehan, 1980, and RobinsOIl. 1979) indicate 
that the of('icers who participated in the survey did not 
fcel that their present shift schedules were a major stres
sor. Both investigations report that their post-hoc survey 
instrument had little validity because the schedule the 
officers rcported upon was a new schedule affording more 
time off and fewer consecutive workdays, a considerable 
impl'Ovcment upon the previous schedule. 



There has been extensive research conducted focusing 
upon many aspects of shift work since the early British 
studies in munitions factories during World War 1 (Yer
non, 1921). The research escalated dramatically as 
Europe was re-industrializing after World War II. The 
preponderance of the literature focuses on shift work 
adaptation in the European industrial worker. This 
specific subject population probably effects the 
generalizability of the research to American police offic
ers. The impact of the socio-cultural differences upon 
the research has not yet been evaluated, however, there 
is a developing trend which urges researchers to look at 
the individual working shift and night work, as opposed 
to the aggregate data. 

The studies, analogue and field, which explore the 
effects of shift work on employees can be divided into 
six categories. In order to synthesize the impact of shift 
work, each category will be explored separately. 

Nyctohemeral Variable Confabulated Studies 

An area of study which has received a great deal of 
attention over the past 15 to 20 years is that dealing with 
"jet lag" (Hauty and Adams, 1966; Hildebrand" Rohmer! 
and Ruten!ranz, 1974; Nicholson, 1972). Unfortunately, 
these studies have a major confabulating independent 
variable whose interactive effects have not been isolated. 
This variable is the altered nyctohmeral rhythm of a new 
time zone. There has been some research (Ascho/f. 1969: 
Colin. Till/hell, BOlltelier, HOlldas, and Sijfre. 1968) 
which studies the variation of diurnal and nocturnal 
periods on the sleep patterns and circadian adaptations 
of an organism to artificial light conditions. Research by 
Clotldsley-Thompsoll (1961). Kawahaflic. Yahaclw and 
Yamaguichi (1972) and Kleistman (1949) indicates that 
the rhythms of lower level animals, such as lizards, fish 
and rats. arc primarily controlled by the pineal gland, 
which is a light sensitive organ in the brain. Hollwich 
and Dieckhu£'s (1971) have found in studying the circa
dian rhythm patterns of blind individuals that the visual 
stimuli of light and dark periods effect the rhythms of 
humans. Moore-Ede (1980) ~tates that a chronosyn
chronizer is located within the sllprachiasmatic nuclei 
which lie in the hypothalrnus. The sllprachiasmatic nuclei 
reset an individual's biologicuJ clock each day by photo
sensitivity, In the absence of external cues, the free-run
ning timing of the suprachiasmatic nuclei is approxi
mutely 25 hours with the potential of resetting chronocity 
backwards by approximately one hour, Thus, the syn
chronizution mechanism of the circadiar. rhythm patterns 
of hUll1an~ is not exclusively linked to diurnal-nocturnal 
variuti()n, however, photo periods play an irnportunt part 
in the maintenance or circadian rhythm synchronizlltiol1. 

The jet lag studies by Gerritzen, Strengers and Esser 
(1969),' Klein. Bl'lIner, Holtmann, Rehme, Stolze, 
Steinhoff and Wegmallll (1970); Klein. Wegmann, and 
Hunt (1972); Preston (lnd Bateman (1970): Stl'llghold 
(1952) and Lewis and Lobban (1957) indicate that an 
individual must travel across a minimum of five time 
zones to realize the impact of circadian desynchroniza
tion. The mean period to resynchronize and adapt to a 
new circadian pattern is approximately one week for 
pilots and approximately four to six weeks for individuals 
over forty. 

Another major study in which photo periods were ar
tificially controlled consisted of the isolation of a research 
team in a cave for three months (Mills, 1964). At the 
conclusion of the study the subjects had adapted them
selves to a 24V2 hour day. There were no significant 
synchronization differences between the men and women 
subjects. However, resynchronization of temperature ea 
circadian rhythm indicator) took approximately four to 
five weeks. The research by Aschoff, Hoffmall. Pohl, 
and Wever ( 1975) indicates that periodicity is maintained 
independent of the environmental photo periods and that 
periodicity of humans is determined by social factors. 

Sleep Patterns 

Research indicates that a major disruption of sleep 
patterns occurs in night workers (Agnew, Webb and Will
iams, 1968: Webb and Agnew, Iq67; Weitzman, Kripke, 
Goldmacha, McGregor, and Nogeir£' , 1970; and Forest 
and Benoit. 1974). The sleeping state as defined by Webb 
(1972) is divided into five stages: Stages I and 2-light 
sleep. Stages :3 and 4--heavy or deep sleep, Stage 5 
(often called paradoxical or REM Sleep)-sleep for re
cuperation of mental fatigue. 

The concept of fixed night work is illusory (Aschoff, 
1967). In an individual works five nights followed by 
the weekend off, and sleeps at night during either day 
off. he resynchronizes immediately to being awake during 
days and asleep at night (Van Loon. 1963). Physiologi
cally, he is working five nights and two days, the circa
dian rhythm of a rotating (5-2) plan. Thus, the length of 
time it takes to adapt to working nights has not been 
determined. Researchers speculate that night work adap
tation is never possible (Halhert. 1976). 

The most recent investigation of recuperative sleep 
indicates that the Stage 3 and 4 sleep provides essential 
recuperation for physical futigue caused by manual work. 
Stage 5 sleep is crucial for recuperation of mental fatigue. 
Further investigation shows thai day and evening sleep 
is of u shorter duration (by the average of two hours) 
than night sleep (Masterson, 1965: Morgan, 1977,' 
A.I'tberg, 1973; Weitzmlln. 1976). The later un individual 
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goes to bed, the shorter the sleep duration. Duration of 
sleep is inversely proportional to the preceding duration 
of wakefulness. Therefore, people who sleep during the 
day or evenings suffer from chronic sleep deprivation 
which contributes to emotional and physiological fatigue 
(Carpentier and Cazamian. 1977). 

The sleep pattern of night workers is more fragmented 
that that of day workers. The sleep pattern has identifiable 
stages. For recuperative purposes, Stages 3 and 4 sleep 
are not as totally disrupted as is Stage 5 sleep. Therefore, 
tolerance for night work which entails physical labor is 
much higher than the tolerance for night work entailing 
boring, routine physical activities or any form of mental 
work. 

In addition to the fatigue engendered by the work itself, 
attempting to sleep during periods of activation and work 
during periods of deactivation increases fatigue. After 
three to eight days of night work, the amplitude of the 
circadian rhythms becomes suppressed towards the aver
age of the two extremes (Carpentier and Cazamian. 
1977). That is, an organism is no longer capable of hypo
or hyper-circadian activity, which in tum contributes to 
fatigue. However. the frequency of the rhythms remains 
the same. There is no research which indicated more 
specifically where in the three to eight day range this 
suppression phenomenon occurs. 

Night work is more deleterious for individuals over 
40 years old. These individuals normally experience a 
diminution of Stage 4 and 5 sleep. Night work further 
disrupts and diminishes these critical recuperative sleep 
stages and exacerbates their fatigue state (Ehret. Groh, 
and Mllnert. 1978). 

Most of the researchers conclude that nervous and 
physiological disorders found ill night workers are not a 
function of the work itself, but are a reflection of chronic 
sleep disturbances (Webb and Agnew, 1970). It is pre
sently estimated that over 60 percent of night workers 
have sleep disturbances. compared to approximately I I 
percent of day workers. It has also been found that sleep 
disturbances increase in proportion to the longevity of 
night work. 

Pathological Effecto; of Night Work 

The field of chrom)pathology has grown with the rec· 
ognition that an individual's ailmunts take a turn for the 
worse during particular periods of his circadian rhythms. 
Some ailments that may appear in night workers with 
have been dormant before the disruption of their circadilln 
rhythms include epilepsy, diabetes and coronary prob. 
lems. The digestive disorders most often associated with 
shift workers include dyspeptic disorders-two to three 
times more frequent or shift workers (Andersen, 1958), 
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intestinal disorders (Mott, 1965) and gastric and duodenal 
ulcers. There appears to be a higher rate of ulcers for 
rotating shift work. Research in these areas is focusing 
on hypothalamus disorders (Sergeall. 1956). 

Alldersell's stlldies (1964) indicate that shift workers 
also have 64 percent more nervous disorders than day 
workers. With nervous disorders it has been found that 
night work. not the rotation of shifts, is the contributing 
factor. Inasmuch as night work is attributed to be the 
causal agent of sleep disturbances (Andersen, 1958) and 
sleep disruption is viewed as a causative factor if nervous 
disorders, it is hypothesized that night workers have a 
higher frequency of nervous disorders. Rlltelljranz (1977) 
states that nervous symptoms do not seem higher in shift 
workers than in the population at large. Mott (1965) also 
found no relationship between nervous disorders and 
work schedules. 

One of the major forms of neurosis which has been 
isolated as resulting from night work is called "situational 
psuedo- neurosis" or "night work neurosis" (Carpentier 
,md Cazamiall, 1977). This diagnostic label is no longer 
applicable, but is probablY comparable to "adjustment 
disorder with mixed disturbance of emotions and con
duct" (D.S.M. IIf 309.40) or "intermittant explosive dis
order" m.S.M. III 3J2.34) categorization. This neurosis 
is not due to any prior endogenous conflicts, however, 
certain personality characteristics may effect its be
havioral manifestations. The usual symptoms arc general 
weakness, insomnia, and character disorder of the aggres
sive type. 

Work Performance 

There is general consensus among shift work perfor
mance researchers that there arc only six studies which 
adequately explore the effects of shift work upon perfor
mance CFolkard alld MOllk. 1979). The results of these 
studies are in agreement that major impairment of perfor
mance occurs during the night shift. 

Performance of physical tasks which require a moder
ate to extreme expenditure of labor suffers the least during 
night work, while performance of routine Il1I.!;)tal tasks 
seems to suffer the most (Telchy, 1943). The focus of 
this area of research has been perfonnance evaluation of 
switchboard operators (Browne, 1949), meter reading 
(Bjemer and SW(!nnSOIl, 1953), automobile driving abil
ity (Prohop and Prohop, 1955). spinners (WojtC'zah and 
Pmv[owsha. 1967), railroad engineers (Hildebrandt. et 
aI, 1974) and night nurses in a hospital (Folkard, et al. 
1978). 

The author's definitive conclusions arc: 
I. Work performance at <lpproximately 0300 hours 

and at 1500 hours (post lunch dip) (Hockey lind Colqu
houn, 1972,' Colquhoun, 1971) is lowest in the 24 hour 
cycle; 



2. Somewhere between the II th and 13th hour of shift 
work. work perfomlance declines drastically Undustrial 
Fatigue Research Board. 1940; Vernol/, 192/); 

3. Work pcrfonnance peakr. in the late evening (FoL
k!ml alld Monk. 1979); 

4. Work performance on nights increases from the 
fir'>t night through the fourth. but drops significantly on 
the fifth night (CO/ljUIIOUII, 197/); 

5. If rotations last longer than nne week. the second 
week's performance )evel is lower than the first (Carpel/
tier and ClI;:amiClII, 1977); 

6. Overall night shift productivity is lower thun that 
of day shifts (Browne, 1949): 

7. Night shift performance has been found to be slower 
(Browne, 1949. Wajtc;:ah lind PlIlI'/o\\'sllCl, 1967; Co/qu
hOlIll. /976; RUlell!rllll';:. 1978. Folkllrd, 1980; Winget. 
Hughes lind LaDoII, 1978); 

H. Accuracy is impaired during night work (Bjel'lwr 
IIl1d SWellSS(ll/, 1953); am! 

9. Color naming and vigilance suffers on night work 
(KlectlllulI. 1963; COlqlllwlIll. 1976). 

The research on work productivity and night work h 
very que!>tionable. The point~ outlined above are general 
trend~. There i~ contradictory research on items I through 
7. 

Accident Rates 

There is a great deal of confliLt in the literature explor
ing the effects or ni,!!ht work in acddent rates. As SlIrry 
(1971) discu~~e~. Kuhlc'r, uner .,tudying II.OO{) work 
related acddents in a group of industrial night wllrker.,. 
conclude ... that the rute of ,INiO/l,\ accident~ dunng the 
night shift i~ higher than the saiolt.\ uceident rate for day 
work OJ' evening work, but that the general accident rate 
i~ lower than the ,Ivcrage during the night ~hift und highe'lt 
during the morning shift. SUIT) aho notc., that Faml('r 
(/Ild Clwlllben r 1970) cI(/im that Ilze c/('l'f(/cm rat(' dm'l 
HgJli/iull/llv increase during tlU' mght I "'ub/t'r. Farmer 
anti Cimmben' work reported 10 PoJI',11.I Moulm;'\ 
I J elfJ{) J rc~earch in the Sahara de~erl \\0 IIh IlII lield uriller ... 
lI1dicate~ that thc nir temperature hu" .llrcmcndou'l cfkcl 
011 ardllent mk .. If tt'mperamre ueviatc., 10 t.!'lther threl." 
tion from a Critical mnrt.!' .... eriml., nrcldcnt'> Oi.'~·ur Illilrl' 

In:quently than [I' the templ.'rmure i., hel\~t.!'en the upper 
nnd lower boumlarie .... iFIll/lit / /CJf,21, nn tlw other hand. 
noted higher acc.:ident rate~ occurring at !light lImong 
Polish mine worker. despite working within u fixe., or 
constricted temperature range. The morning , ... hilt had 
fcwer (lnd less severe accidents in this study. Wallot's 
~tudy con!liet~ with Mouton's conclusion thut ambient 
temperature variation is the critical factor in nccident 
prediction for shin and night workers. 

• 
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PradlulIl (1969) (llId QuallS (/Ilti TlIIll.:h (1972) support 
the theory that the frequency and severity of accidents 
among night worker is significantly greater than among 
day or evening workers. 

Harril/gtoll (1978) points out that a great deal of the 
variance between studies of accident rates stems from 
the researchers' errors in failing to control for three sepa
rate variables: the work differences between day and 
night workers; the frequency of reporting accidents (usu
ally the infirmary is not open during the night shift); and 
the fact that reporting of "near misses" is probably much 
less during the night shift. Harrington concludes that to 
alleviate connicts ensuing from methodological error, 
accident rates should be studies by occupational 
categories of physical labor. mental labor. Of physical 
and mental labor combines. controlling temperature vari
ables and work performance variables between day and 
night work. 

Absenteeism 

The early absenteeism studies of shift workers were 
an attempt by researchers to investigate the health differ
ences between shirt workers and day workers us inFerred 
from the use of sick leave, Unfortunately, not all sick 
leave can be directly attnbutable to illness, 

Rogers (1976). Smith al/d Vernoll (/928), alld Co/qu
hOllll, Blake amI Edwards (1968) suggest that there is 
no dirference in absenteebm between ~hift and non-shift 
workers. 

Ward lIlId [)agllell (1977) alld Tay/or (1967) have 
found that not only h there lowered absence due to illness 
in shiJt w()rkcr~. but that on rotating shift ~chedule the 
rotation to the morning shift is more likely to lead to 
ab.,ence than the other two shifts. Walker (llId de la Mare 
(/<)7/) have found that in shift schedules which do not 
rotate. night \\Ollrkl.'r., had more frequent absences that 
the nther "hlft." However. the duration of ahsence For 
nl!!hr \\Ilrkef', \.,a~ c(ln"iderabJ~ .,hortel' than the length 
III ah.,en(c for the other .,hilts. 

In .,urnmury. all the rc'tearch reviewing leave records 
, ... m woflier There arc a number 01 studies that indicate 
that I1Ight worker'> u.,e more 'ikk leave. and there arc 
til.,,, 'itudil!'i \"Inch IIldic<ltc night workt~r'i usc less sick 
leave than lither .. hift \\oorkcr'i. 

CONCLtrS[ON 

There have beel! a great number of studies of night 
work <lnd night workers since J 918, Many of these studies 
arc contradictory. Further. many, if not the majority, 
have mujor design fluws which make interpretation of 
the results very diflicult and unreliable, The vast majority 



of the studies are "post hoc" correlation studies. and 
many assumptions are made. including the assumption 
that night work is an independent variable. The studies 
which use the analogue method of research and exert 
control ()ven:onfabulating variables arc the studies which 
focus upon sleep patterns and disturbances. The field 
studies which appear to be controlled have a major inde~ 
pendent variable (nyctohemeral varintion). which cnnnot 
be factoreJ out to make the studies relevnnt to police 
shift patterns. The research into the effects of night work 
upon police officers is nonexistent. We must rely upon 
"expert opinions" and subjective extrapolntion. 

Note should be taken of thc previously outlined design 
tlaws in evaluating their cOllc/!Jsions. Every contempo
rary researcher stUdying the effects of night work holds: 
I) night work .,hould be nutlawed. nnd 2) if night work 
must be performed. no more than two consecutive night~ 
should be \vorkcd without 48 hours 01'1'. If an individual 
is working a rotating shift pattern. thcse same researchers 
contend that unless a pero,on maintains his sleep pattern 
during his days off. adaptation to night work does not 
occur. Thcre is abo some evidencc which indicates sleep 
cycles arc markedly different for some people, and that 
they should \\()rk night" and 'ileep during the day or 
evening. There i" also general agreement that adaption 
to night work does not take place. there is no habituation 
to night work. but a growing intolerance of it over the 
years (Carpel/fit'" cll/d C HWlIiclll, /<)77), and that when 
viewing night work n tolerance model should be pr,}p
osed. 

The inteructive effect~ or a tolerance model for night 
work should be taken lIlto nccount when devbing a new 
~hift model. The factor,; which comprbe thi~ tolerance 
model include: 

Bi(}llI~i('tf1 Rhythms 

There arc many independent biological rhythms 
known. including deep body temperature. pulse rate, 
blood prc'i~lIre. electroencephalographic rhythms. brea
thing rhythms, vital capacity, oxygen intake, blood cell 
chemical composition. cellular metabolism. hormones 
dissolved in pla~ma. h(}rmone~ dissolved in urine. sleep 
pattern~. reticulohypothalmnic activity (Carpl'l/lil'r and 
Cazamiall. 1977). each interfacing and affecting the 
others. Ideally they should be synchronized. however, 
night work disrupts difrerent rhythms at a differelll rate. 

Sleep ['a/w'ns 

Different individuals have differenl sleep cycles and 
tolerances fbr cycle chunge. 
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Social amI Environll/ental Rhythms 

An individuul's family, school. church. and hobbies 
arc usually not compatible with the body's attempt to 
tolerate night work, and thus act as a major disrupter to 
'iynchronil.ation. 

Work Rhythms 

The individual's ability to tolerate rotating shifts and 
adjust to work performance expectations and working 
conditions (e.g .• temperature) will efft'ct synchroniza
tion. 

Several reviewers. Akerstedt lind Fro/)erg (1976), 
RlItl'l!f'rcI1l::. Co[qllllOlllI, KIll/lllh amI Ghatel (1977), Ser
RClIIl (/97/J (/Ild Walke,. (/977) have stated that no con
clusive an~wers ahout the deleterious effects and viable 
remediation can be promulgated without controlled. care
rully planned long.itudinal studies. There is also a need 
for research which explores individual differences be
tween workers and their tolerance for shift work. 

OPERATIONAL DEFINITIONS 

Circadian (L. circa about. dies day: about 24 hours) 
This term refers to the biological processes that are con
trolled and de!>cribed by the 20 hour biological rhythms 
of an organism. 
Diurnal Pattern Diurnal refers to pattems during the 
daylight period. For example. diurnal sleeping pattems 
Ufe those patterns associated with daytime sleep which 
are eonsiderabl} different from night sleep patterns. 
Fatigue A proprioceptive stimulus. indicating the level 
of phy~i()logicul and/or psychological decay in response 
to work load. 
Nyctohemeral (Alternating day (Gr. hemera) and night 
(Gr. nyx) The alternation between light and dark; in 
relation to circadian rhythms, it is the alternation between 
night and day. (Carpentier and Cazamian, 1977). 
Nyctohemcral Rhythms See nyctohemeral-act only as 
a synhronization force for the genetic predisposition ot' 
a species carcadian rhythms. 
Situationul Psucdo·Ncurosis Intermittant Explmiive 
Disorder (subcortical or limbic systcm dysfunction) or 
Adjustmcnt Dis()rder with Mixed Disturbance of Emo
tions nnd Conduct (D.S.M. III 309.40). 

.. ' 
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A PROCEDURE FOR SIMPLE INSIGHT-ORIENTED STRESS REDUCTION 

David A. Parker. Ph. D. 

Life in the sprawling cities of the '80s is stressful, and 
the life of a police officer in these cities is more stressful. 
As the budgets of other public agencies are trimmed, the 
demand for services from law enforcement increases. 1 

To make matters worse, most officer's training has not 
yet caught up with their new duties. Seventy to ninety 
percent of their training is devoted to crime control, laws, 
and police procedures ,2 but these activities only comprise 
from 10-30% of their work. 1&2 The majority of their 
work involves interaction with citizens, for which they 
are just beginning to be trained. Another increase in stress 
comes from the manner in which most officers handle 
their emotions. Most officers "bury alive" all the unde
sired feelings that arise in their lives, both on and off 
the job. 3 Depending on the ofticer's physical health, 
these various sources of stress can contribute to serious 
illness or even death. 4 

Many law enforcement agencies have recognized these 
problems and now offer programs for stress awareness 
and management. These programs usually focus on phys
ical conditioning, relaxation training and problem solv
ing. This training will enable the officers to handle more 
stress without breaking down, but few of the programs 
include methods for the reduction of emotional stress. In 
many departments, a therapist may need to be involved 
if there is to be significant stress reduction. Many officers, 
believing that only crazy people see therapists, put off 
asking for help until their problem has reached crisis 
proportions. 

A Typical Scenario 

Officer X is a 42-year-old married man 
with two children. Two months ago, his 
spouse told him that she wanted a divorce. 
One month ago, he moved in with an old 
partner. Over the past two months, Ofl1cer 
X's work performance has deteriorated. He 
is sometimes late for his shift. He is not 
sleeping much, looks haggard, and he is often 
forgetful. He suspects that his wife has a 
lover, and he has been following her 
whenever he can find the time. He is also 
spending more time at the local"watering 
hole". He hopes that his wife will change her 
mind and let him come home. 
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If Ofl1cer X follows the dictate of stress 
management, he may begin an exercise prog
fIlIT\, watch his diet, and possibly learn some 
form of relaxation to help him get to sleep. 
This program has serious shortcomings. 
Officer X is hurt, angry, suspicious, and he 
feels betrayed. He is trying to bury these 
feelings. He hopes his wife will change her 
mind, but his behavior is more likely to drive 
her farther away. Officer X is beginning to 
bear a startling resemblance to a time bomb. 

Exercising, watching his diet, and periodic 
relaxation will help Officer X to withstand 
more stress for longer periods of time, but 
none of these activities will reduce his stress. 
At this point, one option is to arrange for 
Officer X to receive appropriate medication. 
This is not my treatment of choice. To reduce 
his stress, without medication, he will need 
to become aware of and experience his feel
ings, otherwise he will continue to act out. 
He needs to talk to his wife and determine 
whether there is any chance for a reconcilia
tion. If there is, it is time to start making 
positive steps. If there is no chance, he will 
hay~ to accept his losses and do some grief 
work. If he refuses to deal with his wife and, 
instead, buries everything, there is a good 
chance that he will continue to act out. In 
other words, in order to reduce his stress, 
Officer X must put aside his own 
phenominological perspective and put energy 
into: 

1. Acknowledging the new and probably 
undesired circumstances that now exist; 

2. Identifying and experiencing his feel
ings about these circumstances. 

Now let us take a closer look at this process. 

A Procedure For Simple Insight-Oriented Stress 
Reduction 

I. Become aware of upset or disequilibrium. This 
occurs whenever our circumstances are not what we want 
or need them to be. 



2. Stop activity and ask: 
a. What am I feeling? 
b. What or who is this feeling about? 

Simply labeling the feelings, reduces their intensity 
and the probability of acting out. Finding their object, 
reduces the chances of reacting to someone or something 
other than the real object. 

3. What are the new, undesirable circumstances? 
4. Can I, or is it wise to, change these circumstances 

in the direction of of what I want or need? 
a. If the answer is yes, then initiate information 

gathering and problem solving. 
b. If the answer is no, put energy into acknow

ledging the new, undesired circumstances. This is one 
of the more difficult steps in the method. Magical think
ing, denial, suppression, distortion and other defenses 
must be overcome. In many cases, people will be aware 
of the new circumstances, but they diminish their reality 
by experiencing them in one of many negating contexts, 
such as "It's not fair", "It shouldn't be this way", "It's 
not right", "I couldn't stand it if ... ", etc. 

One way to achieve the acknowledgment is to accept 
both the need to negate the undesired circumstances, and 
the undesired circumstances-that is, some form of, "I 
don't want it to be this way, but the reality is ... ". 

5. Once these undesired circumstances have been 
acknowledged, there is one more important step. "How 
do I feel about this?" At this point in ~he procedure, 
officers may find themselves living in circumstances not 
of their own choosing, It is helpful to spend some time 
living in these new circumstances and to concentrate on 
experiencing the feelings that arise. As these feelings 
surface, his/her options become clearer and, often, new 
possibilities present themselves. 

Once officers learn this procedure, they can use it often 
or infrequently, depending on their tolerance for stress. 

Emotions And Acting-Out Behavior 

Now let us go thwugh this process again, but this time 
attending to emotions and acting-out behavior. 

1. Become aware of upset (hurt, fear, annoyance, 
frustration, anger, etc.). 

2. Stop activity and ask: 
a. What am I feeling? 
b. Who or what is this feeling about? 

Officers, who are able to tolerate insight, can learn to 
do this. Often they do not initially relate to (experience) 
the situation which is causing disequilibrium until they 
have this information. 

If these two steps are not carried out, many act out 
their predicament. It is important to note, as many other 
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have,4that emotions do not leave us just be(;ause we do 
not want to experience them. Rather, they seem to join 
with other similar, unexperienced emotions. Once 
officers exceed their capacity to contain these emotions, 
they act out. Some common acting-out behavior are: 

Exploding-An officer controls a feeling, usu
ally over a series of incidents, until the 
summed total of the energy contained finally 
explodes. Anger is a commonly observed 
example. An officer with a bad temper, afraid 
of the consequences of his/her anger or rage, 
will control anger until it exceeds his/her 
capacity to contain it. Then he/she will 
explode into anger or rage. What is then 
expressed is close to the sum total of the 
angers that they have not expressed since the 
last explosion. 
Covert Behaviors-Common examples are: 
veiled verbal attacks, sarcasm, passive 
aggressiveness, etc. If one observes such an 
offlcer, it becomes clear that the real feelings 
are seldom, if ever, expressed. The energy 
from these feelings (inadequacy, fear, bet
rayal, abandonment, etc.) fuels a series of 
behaviors, but since the underlying feelings 
are never made conscious, nothing can be 
done to change the situation. 
Psychosomatic di"eases-Initially these are 
experienced as pains in almost any part of 
the body. Most common are pains in the head, 
chest, stomach or back. If the underlying con
flict cannot be uncovered and, at least par
tially resolved, these progress to diseases or 
conditions that can result in early death. 
Displacement-Feelings that cannot be 
expressed (or even let into consciousness) in 
the situation that elicits them, are often acted 
out in a safer place. Unfortunately, this means 
that many officers bring home their sup
pressed feelings and dump them on their fam
ily. Those who cannot acknowledge anger at 
others they see as powerful, or experience 
sadness or grief over a loss, can usually act 
out the feeling with someone adjudged to be 
less powerful. If they have no safe relation
ships, they can vent their feelings at a movie 
or a news event. 

Nightmares or Flashbacks-Suppressed mate
rial can find outlet when control is weak. 
Often, the context or characters are changed, 
but the emotions come through relatively 
intact. For example, a detective under 



Internal Investigation, dreams that the whole 
Department is chasing him and his wife. They 
come between him and his wife and chase 
him to the edge of a yawning chasm. He 
wakes, drenched in sweat. 

There are other forms of acting out, but the above few 
should suftice to make the point that police ofticers, and 
others, act out their :suppressed feelings in many inap
propriate and ineffective ways. 

3. What are the new undesirable circumstances? Sig
nificant results can be achieved by taking a more objective 
look at one's circumstances. For example, Officer Y has 
been seeing a married man, Mr. Z, for three years. Mr. 
Z is always going to be leaving home, soon. Ofticer Y 
believes that they will be married within a year of his 
leaving. Officer Y has had problems at work due to poor 
concentration. She cannot understand how her future hus
band could possibly treat her the way Mr. Z does. He 
stalls, lies, and promises, but he remains at home. As 
long as Officer Y saw herself as Mr. Z's future bride, 
she remained upset. Once Officer Y realized that she 
was a woman who was having an affair with a married 
man, and /lot a potential bride, her upset decreased mar
kedly. 

4. Can I change these circumstances? 
a. If the circumstances can be changed, most offic

ers are quile capable of the necessary problem-solving, 
once they cease acting out. 

b. If the circumstances cannot be changed, consid
erable relief can be found from acknowledging the new 
circumstances and accepting one's inability to change 
them. 

A problem often arises at this point in the procedure. 
Many officers have great difficulty accepting the idea 
that important circumstances in their lives are beyond 
their control. They often feel that if they can figure out 
the right move, or say the right thing, they will regain 
control. In some cases, officers attempt numerous 
strategies until they have exhausted themselves and all 
possible ways of overcoming the new circumstances. 

During the process of trying to regain control, officers 
are likely to run afoul of Departmental policy. If they 
are disciplined, it is very likely thal they will transfer 
their anger and frustration to the Department. It is impor-
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tant for Commanding Officers to rf'fer such an ofticer to 
a therapist who can contain the ufficer's acting-out be
haviors. For this to happen, Commanding Officers have 
to come to see officers like X and Y as an "Officer down" 
rather than a discipline problem. 

If the officer has the capacity for, and is tolerant of, 
insight, an exhausted, distressed, or even panicked officer 
will calm down and stop acting-out once he or she accepts 
the fact that their spouse is divorcing them, or that ten 
days off without pay is inevitable, or even that his/her 
job is lost. 

5. Now, as a last step, the officer needs to ask, "How 
do I feel about this?" Identifying and experiencing his/her 
feelings reduces emotional scarring and helps minimize 
future acting-out. An officer who can experience his/her 
hurt, loss, loneliness, etc., is less likely to be angry, 
rageful, and vengeful. 

Once officers have been exposed to this procedure, 
many are capable of using it without the help of a 
therapist. The use of this procedure need not be limited 
to sworn personnel. It should be effective for anyone 
who has the capacity for simple insights and is tolerant 
of the process. 

SUMMARY 

An effective Stress Reduction procedure has been 
described. It has been used, in lieu of medication, with 
many officers in crisis. The procedure utilizes simple 
insights: the acknowledgment of undesired circumstance, 
and the recognition and experiencing of emotions. 
Officers who have the capacity for insight, and are able 
to tolerate the procedure, have found relief from distress 
and a reduction in acting-out behavior. 

Footnotes 

I Auten, Jornes H .. "Productivity: A Chllllenge for the 80's", FBI 1.(/1\' EII/llrcem"1II IIII/Ielin,vol, 
51, No.7, pp. 4-9. 
'Mills, Marci. C. and Stratton, John G., "The MMPI and the Prediction of Pollee Job Perfor
mance", FR/ lAW EII/orcemCIII BII/lellll, vol. 51. No.2, pp 10-15. 
'Schaefer. Robert B" "The Stress of Police Pwmolionu

• FBI UlW Enforcement [Juliet;", vol. 
52, No.5, pp 2· 6. 
"Aronson. Stephen R" nnd Mnsciu. Michael F" Tire Stress M(lIW8c~ltIetrt Workbook, (New 
York: Appleton·Ccntury-Crofts, 1979). 



THE ANATOMY OF STRESS 

Vincent E. Parr, Ph.D. 

This will not be a very popular paper. It is, nonetheless, 
how I see police work as it exi~ts today. 

My basic contention in this paper is one that I am sure 
will rock you back on your heals: 

POLICE WORK IS NOT STRESSFUL! 

Now, you are probably thinking that this guy has got 
to be some kind of nut. WeIJ, try to have an open mind 
to the basic notion I am going to present. 

I have heard over and over again ad nauseam, that 
police work is very stressful. I see it in print everywhere 
and hear psychologists expounding on how stressful 
police work is, and how it is a most unique field. First 
of all, unique comes from the Latin work uno which 
means one, sole, or single. If you can substitute these 
three Vlords, then you can correctly use unique. Most 
unique would men the only one of its kind in the world. 
Since police work encompasses many areas, e.g. city 
police, highway patrol, secret service, FBI, CIA, private 
detectives, night watchman, etc., then it can hardly be 
a unique (meaning one) field. Police work, just like any 
other work or job, has an element of stress related to it; 
it is very often difficult but the work ITSELF is not 
stressful. People are stressful at times in police work as 
they are in being an air traffic controller, a banker, a 
teacher, or a short order cook at McDonalds. If police 
work were stressful, then we would have the following 
situation: 

.POLICE WORK = STRESS 

If we state that police work is stressful, then this 
becomes the "is" of predication and is commensurate 
with an equ:d mark in mathematics, as in 2+2 is (=) 
4. This would mean that EVERYONE involved in police 
work in the past or in the future would have no option 
but to feel stressed. It would also mean that you could 
not feel stressed, and not stressed in doing police work. 
How could a job be both stressful and nonstressful at the 
same time,? Two plus two is either four or it isn't. There
fore, the statement that police work is stressful, is either 
tn1i~ or it isn't. This becomes a hypothesis subject to 
verification. The burden of proof is on the person that 
makes the assertion since he states it as a fact. If, how
ever, I wanted to disprove this hypothesis, how would I 
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go about doing it? This is very easy to do since the 
statement "police work is stressful" is what we call an 
"all crows are black" hypothesis; that is, it is an absolute. 
How could we disprove the hypothesis; that all crows 
are black? Do I have to go out and round up all the crows 
in the world? (I hope you did not say yes.) All I have 
to do is find one crow of a different color and the weight 
of the hypothesis collapses. Therefore, all that is neces
sary to disprove the hypothesis that police work is stress
ful, is 'to find one police officer not undergoing stress. 
If there is one police officer in the world who is not 
undergoing stress at this very moment, then police work 
is NOT stressful! Either it is or it isn't. 

I think there L;; a real disadvantage to viewing police 
work in this manner. Ifwe define police work as stressful 
then what is the natural result? If we are involved in 
police work, then we MUST feel stress. This reinforces 
the irrational notion that we are not responsible for the 
way we feel-"It's not me, it's thejob."This then becomes 
a self-fulfilling prophecy in which the person feels trap
ped. The result-more stress. 

If we continue to think of police work in the same 
stereotypic fashion, then change, if any, will be minimal. 
Old beliefs have to be challenged if we are going to make 
significant progress in the field. A police officer who 
thinks that his job is unique and that the emotions he 
feels are the direct result of his job, has built in excuses 
for all of his behavior. If we want change, we must make 
changes-what a revolution! Doesn't it make sense to 
being by changing our beliefs? J tell the officers (and all 
my other clients), that if you want to change you have 
to change two things: beliefs and behavior. Without this, 
change is impossible. What most people want is for the 
problems to magically disappear. They want to continue 
thinking and behaving the same way they have all of 
their lives and for their problems (or stress) to go away. 
Their basic position is: "Fix it, Doc, I'm fine." 

How do we begin changing beliefs'? What beliefs are 
significant in bringing about the desirable changes we 
seek? Throughout the remainder of this paper I will 
address these two issues. 

First, how do we begin changing beliefs? The answer 
of course is education; but wait, is this an answer or the 
well conditioned response we give to difficult questions? 
The following are the desirable steps in bringing about 
significant changes in police work: 



1. First of all, do away with Gestalt, 
Psychoanalytic, Primal Scream, and "go on 
your feelings" psychology within police 
work. 

2. Establish a basic philosophy toward 
police work based on reason, logic, and the 
scientific method. One of the therapies from 
the Cognitive Behavioral area covers this 
best. 

3. Stop defining police work as a unique 
Held and police officers as "special" people. 

4. Have a national standard on shift rota
tion, seniority benefits, psychological test
ing, polygraphing, training, etc. 

5. Redefine the over-used word-stress. 
The first and second steps above, obviously show my 

own personal bias. A system rooted in logic and science 
appears a far better choice in dealing with police officers, 
than a feeling or analytical approach. Let me squelch 
any beginning misconceptions. A rational framework 
from one of the Cognitive Behavioral approaches (e.g. 
Albert Ellis' Rational-Emotive Therapy, Maxie 
Maultzby's Rational-Behavioral Therapy, Arnold 
Lazarus' Multi-Modal Behavior Therapy, Donald 
Meichenbaum's Cognitive Behavioral Modification, 
William Glasser's Reality Therapy, or Harold Green
wald's Decision Therapy) is not a non- feeling approach. 
It is one whose base is reason instead of emotion. I have 
heard many people, including professors, say that rational 
means unemotional or without feelings. On the contrary, 
the more rational an individual is, the MORE feelings 
he has. These feelings, however, will be in two major 
areas: appropriate feelings to the situation and the more 
positive feeling associated with acceptance, love, com
passion, tolerance, patience, understanding, joy, etc. 

Labeling feelings as good and okay just because they 
exist is, 1 believe, a very harmful mistake and one in 
which understanding of and dissolving of the emotions 
is almost never learned. I have seen patients come into 
my office over the past fourteen years from a Gestalt or 
other feeling-based approach and tell me that they have 
been in treatment for years for depression, anger, etc. 
without change. r ask, "How do you make yourself depre
ssed'?"; and guess what they tell me: "I don't know." I 
wonder what in the hell have they been doing for the 
past two years in therapy. The psychoanalytic approach 
spends far too much time in the past with the same result, 
not knowing how to change emotions or behavior. In ten 
sessions or less my patients can outline all the major 
emotions on a blackboard and tdl me exactly how they 
got depressed and what they have to do to get out of it. 
An approach in which police officers can do the same, 
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is one that I propose we adopt. I believe a national com
mittee (or position) be formed comprised of cognitive 
scientists that help local police departments in the selec
tion of psychologists to work with their department. This 
has two distinct advantages: a national philosophical 
approach based on the scientific method in dealing with 
the problems that arise in police work and the ability of 
the different practitioners across the country to communi
cate more effectively with each other. 

In step three above, I mentioned to stop defining police 
work as a unique field and police officers as "special" 
people. Every field is a unique (meaning a single or one) 
field and police officers are no more or no less special 
than anyone else. These definitions are scientifically 
unsound and lead to misconceptions. The philosophically 
sound position that I think we would be wise to adopt, 
is that ALL human beings are basically the same! If they 
are not, then there is no such thing as the science of the 
human condition. 

The common perception of police officers is that there 
are two kinds of people in this world, police and assholes. 
This is reinforced by the belief in "specialness". Popular 
police jargon toward others of whom they disapprove 
are: "dirt bag", "scum bag", etc. This is a natural but 
irrational position influenced by the area of society in 
which they usually work and by others rejecting them. 
Since they have so much rejection and criticism from 
society in general, they ban together in a united front to 
protect themselves. This works for several years until 
they begin to distrust many of their fellow officers and 
often develop the attitude that in the final analysis, there 
are only assholes. 

The real danger in rating others is that this becomes 
a double edge sword (i.e. if you rate others you also rate 
yourself). Given our very powerful tendencies to think 
in a negative self- defeating direction, we set standards 
that we will not be able to live up to and the real loser 
is the one who does the rating. 

In step four, J mentioned having a national standard 
for police departments in the following areas: 

I. Shift Rotation: 1 think this is one of the most impor
tant problems facing police work today. Administrators 
do not like to hear the ternl circadian rhythms. Most of 
them believe it is a condition invented by psychologist 
to give them a hard time. If the administrators happen 
to have come up through the ranks, they often have the 
sabertooth notion, "If r did it and it did not kill me then 
you can do it." 

Circadian cycles refer to the 24-hour rhythmic fluctu
ations observable in the activity and metabolic processes 
of plants and animals. Circadian comes from the Latin 
works meaning "about a day" Normal functioning for all 



living creatures on earth appears to follow a biological 
clock; and an upset in this cycle, caused by changes in 
schedules may cause malfunctioning in the fonn of 
somatic or psychosomatic complaints. Thousands of 
experiments with lower animals have established the 
relationship between biological clocks and normal func
tioning. Humans have revealed similar cyclic fluctuations 
in activity and sleep, body temperature, chemical con
stituents of the blood, etc. These cycles have remained 
essentially the same even for human subjects who have 
lived in caves for months at a time, cut of from all means 
of knowing whether it was day or night (Coleman, 1980). 

To ignore circadian rhythms is to deny a basic biolog
ical function of nature and for an administration to refuse 
to take this into account in planning the shift rotation of 
its employees is not only wrong but immoral. They are 
risking the physical and emotional health of their 
employees for their own convenience. As far as shift 
rotation is concerned, J recommend the following order 
of preference. 

A. No shift rotation at alI (i.e. pernmnent 
shifts). If you have three shifts, you hire new 
officers to work a specific shift. Senior 
officers can have a 1-2-3- preference (bid 
system) for the shift they want to work. As 
soon as new officers are hired, senior officers 
can be changed to their chosen shift. I'm 
aware of the idea that exists which states that 
one can not be a well-rounded officer unless 
there is shifl rotation. Therefore, have 
specialized officers. Do J have to rotate every 
few months through psychoanalysis to be a 
well-rounded psychologist? If this is so
please, keep me f1ut! 

B. Only rotate the day iihifts. Take volun
teen; for these shifts and hire for the midnight 
shift. In this way, no onc's sleep pattcrn has 
to clHtIlge. 

C. Rotate through all shifts no more than 
twice a year. 

D. Rotatc every four months. (However, 
I IUlVe had police orficer'i state that they 
would rather be dead than be stuek on four 
months of midnights.) 

E. Anything less than four months is not 
acceptable. 

Thc best solutions are A and B above. 
Even though C and D are better for circ[Idian 
cycles, you will have many personal prob
lems with the midnight shift. 

2. Seniority Benefits: Quantity does not equal quality, 
however. these two can be examined together to allow 
for privileges Within the organizution. 
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3. Psychological Testing. I feel thut there should be 
a national standard for phychological testing that would 
include the tests used, scoring, and interviewing 
techniques This would increase the probability that all 
departme:lts across the country would be selecting the 
best officers possible for the job and community. 
Psychologists would know the tests used and that the 
criteria for selecting police officers was based on nation
wide data. 

4. Polygraphing: r first think a decision,could be made 
whether or not to use a polygraph since it is mainly a 
stress test and not a lie detector. If polygraphing is to 
continue, national standards could b(! estubIished similar 
to those used in psychological testing. 

5. Training: National standards could be set for 
training that would include the teaching of the major 
components of stress as well as job specific behaviors. 

Now, let's redetine the over used work - stress. Stress 
can be defined in two ways: 

I. Phy~iologically 

2. Psychologically 
Physiologically stress has been defined as the internal 

responses caused by the application of a stressor (i.e. 
any adjustive demand that requircs coping behavior on 
the part of an individual or group). As is well known, 
strong emotions are accompanied by various internal 
bodily changes - such as elevated heart rate, dumping 
of stored sugar into the bloodstream, and secretion of 
hormones from the inner core of the adrenal glands. 
Under stress, one individual may develop peptic ulcers, 
another hypertension, and still another migraine 
headaches. In 1955, LeSlulII and Worthington 
hypothesized that the development and causc of malig
nant tumors might bc influenced by psychological factors. 
Scllmale (1971) suggests that an attitudc of passivity and 
hopelessness in the fact of life stressors encourages tht' 
proliferation of cancerous cells. 

It would also appear that sevcre stress and heart attacks 
tend to be related. In a study of 229 men from Finland, 
Sweden, and the United Stutes, who had recently survived 
a myocardial infarction, it was found that common 
background factors included heavy work responsibility, 
time urgency coupled with hostility when slowed by 
others, and dissatisfaction with the achievcment of life 
goals (Romo, Siltallel/, Theorell, and Ralw-/974). The 
Type A person, originally described by Friedman and 
Rosel/mall (/959) as an individual who is eager to com
pete, has frequent engagements with sclf.imposed dead
lines, has an intense desire for recognition, is mcntally 
and physically alert, is quick, and hus strong drives 
toward self-selected but poorly defined goals, ntns u risk 
of coronllry heurt disease that is six times that of Type 
I3 individualS who arc less impatient and cxhibit traits 



that are otherwise opposite to those of a Type A person. 
This indicates that a change of life style may be as impor
tant as a change of diet in preventing coronary disease. 
Unfortunately, both of these are very diffieult and resis
tant to change because of cognitive and behavioral habits. 

Psychologically. I do not feel that l'ltre~s ha~ been 
adequately defined. In the preceding paragraphs stress 
was defined as being "caused" by an extemul c,{ressor. 
A-:, stated previously. I think this is an erroneml~ conclu
sion. Stress my be "influenced" by un external situation 
but it is not the cuuse; if it is cau.,ed by an external 
stimulus. then individuals have little or nn control over 
their emotion~ and the situation has to change before they 
can feel better. 

[ suggest that we adopt the following philosophical 
base that I have used at the St. Peter~burg Police Depart
ment for the past five years as a means of defining Mress. 
These. 1 believe. are psychological laws or human nature 
as solid and unchanging as the physical law., of the uni
verse. 

1. All human beings want the same thing in life ~ 
happiness. satb-faction, contentment. or piece ef mind. 

2. We all have the same four block~ to satisfactIOn 10 

our lives: 
a. How we deal with anger 
h. How we deal with anxiety 
c. How we deal with depression 
d. How we deal with guilt 

J. In order to change you have to change two thlllg,,: 
a. Cognitive habits (belief"') 
b. Behavioral habit~ 

4. We arc all HISs fI.e. fulJible human heing"') Thl~ 
mean .. that we have a real talent for 'icrewlIlg lip. 

5. We can rate our behnvtnr (lnd deed~. out never our 
worth. self. or ego. 

6. There are three m.Uor in~ight~ into the human con
dition; 

a. That we create und maintain I ()O~1 or our emo· 
tions. No one has ever made us feel anything. hut ourse
lves. 

b. How we crente these emotion., (anger. anxiety. 
depression. and guilt). 

e. How to get rid or these emotion., rnpidly. 
The anatomy or stre~s would. therefore. he divided 

into the four major block ... to one'., life goals. My conten
tion is that stress has not chnnged since lhe beginning of' 
own 's consciou~ness: it is merely a new term for basil: 
psychological proCCS'i that have exi"ted ~ince I romo Erec
tus. 

Psychological slres~ i'i therefore four ha .. k emotions 
~ unger. nnxiely. dcpre~ .. i()n. and gUilt. Bccau'ie of 
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biological predispositions and environmental condi
tioning to react in certain ways, every individual has 
what Transactional Analysis calls a racket. This is your 
favorite bad feeling: it is not your favorite because you 
like it so much. but the emotion that you choose most 
often when you upset yourself. One person's racket may 
be anger while another's would be guilt. Each individual 
that you see in therapy whether police officer, housewife. 
or ~urgeon would have a rank order from one to four in 
terms of how they will experience these emotions. The 
emotion that is in the number one spot would be their 
racket and therefore. their most tlifficult block to over
come in their que.,t for satisfaction. 

Now this i~ a very important point: each major block 
to one'li contentment is created in exuctly the same way! 
For example. angcr is caw.ed the same way in you as it 
jc, for a Russian. u South American. a woman, or an 
E .. kimo. If it is nm. then there is no science and vou 
might a .. wuIl talk to your neighbor whose opinion would 
he jll~t a .. valid as any psychologi .. t or therapi!>L 

Thi., is \'thy I think it i<; very important that we usc a 
Rational-Emotive or Rational-Behavioral approach in 
working with police oflkcr~. Rational-Emotive theory 
htl., an A-B-C approneh that is eommen~lIrate with most 
of lhe point'> that I have mentioned. It Mate .... imply that 
it i .. nut the evcnt (AI that cau .. es our emotions (C), but 
what we tcll ()urselve~ (B·, our belief"') about the event 
thilt truly caUse,> u .. to he upset. Therefore. whcn .,omenne 
i.,under .,tress n.e. experiencing .mger. anxiety, etc.} we 
do not agree '''ith them that the Department i .. a crummy 
place (,,,hleh may in fact be true) but to .,h ,w thcm how 
they can chungc their cognitimls ,0 they do not continuc 
to up'iet themselve., about this unpleasant reality. or tt) 
take an active part 111 trying to change the ~y<;telll through 
rattonul mean.:; 

To break uown stre~s further. r now '~anL to discuss 
the amltomy of each emotion. Thl., IS a .,y.,lem that cun 
eu.,i1y he taught to police officers ~(l they can undersland 
their elll()ti()n~ lind then do something ahout them. 

Anger clln be outlined in the IhUowing manner: 
I. Egocentric thinking 
:!. Should 
All unger cOlltains un element of egocentric thinking 

(i.e. the world revolves uround me nnd unything that J 
do not like ()r find inconvenient SHOULD not exist.) 
These nrc two irrntional ideas that arc behind all anger. 
A thorough disputing of these irrational idens 1'1 necessary 
in the theraputic proce!ol~ and can be taught 10 each police 
p ... )'ch()l()gi~l. Thi .. analysh. however. goes rar bcyond 
the wnpe of the prcsent pnper due [0 time and space 
requircll1elw,. I have .iu.,t finished a program I wrote for 



a computer that goes into this analysis in detail and I am 
half way through a book related to this program called 
"How to Practically Ncver Upset Yourself About Any
thing". For now, however. you can ask yourselfthe ques
tions, "Why should nnything be the way that you say 
just because it would be more pleasunt for you?"; and 
"Is there some luw of the Universe that says that I 
SHOULD have my way'!" Breaking these cognith,e pro
cesses down for police ofl1ccrs und <;howing them how 
to dispute these irrational ideas helps them to understand 
the emotion of anger and how to control it. You also 
help destroy the myth that anger (or any other emotion) 
is "caused" by event!> out.,ide of your body. 

There arc three cognitIve components hehind anxiety; 
l. What if'.. .... ('iomething very had, dangerou'i. nr 

threatening happened to mel 
2. It would be A WrL IL 
3. I could not \tand it! 
Anxiety is an irrational emotion becau.,e you arc 

making up something that ha., not happened yet (non 
reality) and then .,caring your<;elf about it. Being con· 
cerned may be rational because it alltHl,., you to prepare 
for a probable event. but awfuliling and catastrophl.,lIlg 
about the possibility that an event may occur i., only 
self-defeating. By the way. you "Iand everything until 
the point ul death. The I'm:t that you ure .,ttll alive I .. 

proof that you have with· .. tood ev\!r)'thing that ha~ ever 
happened to you. You rna)' be ~tandin)! t( poorly. but it 
you arc breathln)! and blinkIng. you ure .,tanotng It. 
Depres'ijon i., the om." complicated ilnd 1m" the fnllm" in)! 
cognitive pwce.,.,c.,; 

1. Hopeles.,ne.,., (I give up # I) 
a. A pe.."ill1i.,ttc outlouk toward the pre.,cnl 
b. A pessimi.,tk tlutlonk toward the future 

2, Helple.,sne .... II gIve up #21 
a. Self·pity 
h. Self·rejection 

3. "NEED" 
All depres.,ion .,tlIrt., wllh an ul1derlytng "percelvcd" 

need (e.g. a need to change joh.,. anced \0 be promotcll. 
tI need to he uccepted, and a need to be under.,toodl 
When these needs are not being fulfilled. you throw in 
the hopeles., and helple" .. uttitude. The primary gmt! here 
is teaching police officer .. the difference between need" 
and want~ and how to go lifter the thing ... lhat they ~alJt. 
If what they want I., highly unlikely. you .. how them hnw 
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to accept the situation as it is instead of developing a 
defeatist attitude toward reality, 

Guilt has two major cognitive components: 
I. A concept of' wrongness 
2. Self devaluation 
It. is impossible to have guilt without these two cogni

tive processes. First. you accept a concept of wrongnel\s 
(i.e. "I've done something wrong.") Then you put your
self down for doing the wrong thing-"['fll a louse; a 
bUlllb; a worthless person for ding this wrong thing. This 
is what r call the as equation (i.e. behavior= self). This 
is the worse BS we can tell ourselves. The ultimate goal 
in a rational philosophy to life is to never rate yourself 
at all. This is what we call the ELEGANT solution! It 
iii the mo"t desirable pl)sition to have and the hardest to 
obtain. This. along with other rati()flal concepts. can be 
taught during training and rollow-up workshops with 
police department pers()nnel. 

The~e four emotiol1s arc the psychological components 
of 'lre~ ... When a police officer says: "('m under a lot 
or !-~re~.,", he doc,; not know anything more about hb 
had feeling .. then he did when he was tI child. He only 
ha .. a new way or talking about them. This is \vhy [ think 
it IS e~.,ential for us to adopt a rati()nal npproach: we can 
teach officer ... to under,tand stress and how to handle it 
anti (\'. professionals we can communicate ~ith one 
another much more effectively. 

In .,ummary. I believe it is best to lise a cognitive 
bclmvioraI approach in the field of police psychology. 
Th.,> will give us a strong foundation to which to leach 
(Inti c0l1l111unicme. E1ecticism across the lield, is equiva
lent to having both feet firmly planted in mid air. 
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CORRELATES OF ALCOHOL USE BY POLICE PERSONNEL 

Virginia E. Pendergrass, Ph.D. 
Nllnc:V M. Ostrow!, Ph.D.' 

There is a popular impression that police personnel 
are heavy users of alcohol, as epitomized in the police 
tales of Wambaugh (for example The Black Marble, 
1976). Actual information on use of alcohol by police 
personnel, however, is sparse and conflicting. 

A review of literature on &Icohol use among police 
personnel by Unkovic and BrowII (1978) cited a meager 
four reports, only one reported any estimate of incidence 
of alcohol abuse by police, and the comparison with other 
occupations Was lacking. Three reports de<;cribe or 
recommend treatment programs (Reiman. 1983; DUI/lle, 
1973; Territo and Vetter. 198/), which indicates that 
experienced police administrators have concern about 
alcohol use among police personnel (!oee also Hurrell and 
Kroes. 1975). 

In a survey with a poor response rate of 15l!f. Vall 
Realte (/979) found that 5 of 80 police respondents were 
daily drinkers and that 8 reported drinking on duty. One 
respondent felt job performance was affected by alcohol. 
In an examination of suicide among police personnel, 
Wagner and Brzeczek (1983) found an unsettling connec
tion between alcohol use and suicide; of 20 suicides in 
the Chicago Department of Police between 1977-1979. 
there was alcohol or drug involvement in 13. 

On the other hand, in a study by Fell. Richard and 
Wallace (1980) 01'26 police officers who comprised part 
of a sample of 8,450 individuals seeking treatment at a 
mental health center, only 40/r were diagnosed as 
alcoholic. Police were 70th among occupations in admis
sions, and did not differ in incidence of alcoholism from 
the general center population. 

A typical explanation for heavy use 01' alcohol by pol ice 
personnel is the stress of the job (Hurr(![f and Kroes. 
1975: Territo anti Vetter. 1981). Because of the traumatic 
events to which the oflker is exposed, as well as daily 
pressures of poor supervision, shifts. fnlstration with 
functioning of the court system. nnd other sources of 
stress, the officer is believed to be vulnerable to use of 
alcohol for its sedative effects. 

In general considerations of alcohol abuse non-"pccinc 
to police, there are two other major competing theories 
of development of alcohol abuse. One is that the person
ality of the uc;er. perhaps especially dependent or anxious, 
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predisposes the individual to abuse of alcohol. Recent 
development studies of personality and alcohol use indi
cate, however. thut personality problems appear more 
likely to result from abu!-oe of alcohol rather than precede 
it (Pattison and KlluJman. 1982. Vaillallt alld MiloJsky, 
1982). fn policing. the careful selection procedures of 
many major departments (Pendergrass. in press) would 
lead to the expectation that police population~ are qllile 
well-adju~ted and therefore under this theory not suscep
tible to alcohol abuse. Another potential explanation of 
heavy alcohol use is that social and cultural patterns 
encourage or discourage use of alcohol (Cahalan. 1970). 
Tn settings tlnd subgroups where heavy alcohol use is 
tolerated or encouraged, higher consumption and more 
problems would be expected. This has been found to be 
the case, for example, in the military (C[ark alld Midlll/ik. 
1982). Cahalan found that upper class males experienced 
fewer drinking problem~ than lower class males. but that 
lI1ales overall had more problems than women. Policing. 
as a mule-dominated paramilitary lletting. may tolerate 
or encourage higher leveb of consumption than in the 
general popUlation. 

In this study, ';urvey information obtained from sworn 
and civilian employees of a major suburban department 
on exposure to stressful events. health behaviors (in
cluding alcohol use), nnd personal descriptive informa
tion were examined. The first purpose was to describe 
extent of' nlcohol use among sworn and non-sworn per
sonnel in a major suburban police department. It was 
hypothesized that use of alcohol would be more frequent 
among police personnel thun in a general non-police 
population and that usc would be more frequent among 
sworn thun civilian police personnel. The non-police stan
dard for comparison was the percentage of abstainers and 
lighter drinkers. moderate drinkers and heavier drinkers 
in a sample of U.S. citizens in a NIAAA 1979 national 
survey (Clark (Inti Midanik. 1982). 

A second purp()se of the study was to exnmi.le corre
lates 01' alcohol usc. Tt was expected that heavy use of 
ulcoh()1 would be correlated with exposure to stressrul 
events; those individuals more frequently involved in 
personal or police-related trauma wcre expected to be 
more rrequent users of alcohol. 



METHOD 

Study Setting 

The site of the study was a major suburban police 
department with approximately 724 swom and 198 non
swom employees. The department has a relatively low 
rate of serious injury Or death incident, in all districts 
but one, the incidence of serious crime is also compara
tively low. The department allows officers personal use 
of patrol vehicles on off-duty hours according to senior
ity. and prohibits the transport of alcohol in the vehicle 
or use of alcohol within four hours before driving the 
vehicle. Po~itive departmental policy toward treatment 
for alcohol problems was demonstrated by retention of 
.,ucce~~fully treated employees. Alcohol treatment was 
IOOc;, rejmbur~able under the prevalent insurance plan. 

Questionnaire 

QlIe~ti()nnaire.. were di~tributed to all department 
t.!mployec .. with paycheek~. Respondents were assured 
complete anonymity. The II-page questionnaire con
.,i.,tcd of five ~cctions which queried respondents 
regarding Correlate .. of Alcohol Use .... 

. .ucmographic information. 
impact and frequency of stressful police events, 
~~p().,ure to organizational stressors, 
frequency and .. everity of health consequences of 

.,trt.!.,.,. 
and perceived need for psychological services. 

Tht.! questionnaire and procedure are more fully 
dc ... cribed in previous reports (Ostrove and Pendergrass. 
11)82. Pendergrass lIlId OSlrove. 1984). The information 
pn: ... emed here tical .. with demographic data, reported 
con'>tlmption of alcohol and alcoholism. and exposure to 
.. elected .. tre., .. events. 

Demographic duta included sworn or civilian employee 
.,Wtu .. , ~ex. rank. nnd whether the respondent had served 
in the military. To contain the length of the questionnaire, 
the .,imple!>t po.,sible meusure of alcohol consumption 
wu ... U.,cu. Consumption of alcohol was reported as 
numb,'f of urink~ per cluy. with 11 drink defined as IlIz 
0/. of liquor, 12 oz. beer or 5 oz .. wine. No time period 
for recall was specifieu. 

In u .,epurute item in another section of the question
naire. respondents werc asked to indicate whether 
i1koholillm hud been diagnosed liS a health problem. 

Rc<;pondenls were also asked to indicnte whether or 
not they had bcen exposed to the following stress event!! 
during the previolls year: 

"har(\!>'i!l1ent by a supervisor. 
not bcing bucked up on a potentially uungerous 
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call, or 
-light duty assignment for over three montns. 

The highest-rated stress events in policing', such as 
"killing someone in the line of duty" and "fel,Ji.>w officer 
killed in the line of duty" (Spielberger, 1980) were not 
used because of their infrequent occurrence b the depart
ment studied. A previous study had shown I,hat there was 
only a low to moderate relationship between these high
impact events and reported stress (OstroVl! and Pender
grass, 1982), presumably because of the infrequency of 
the traumatic events. 

Two other items used as indicators of stress were 
whether the respondents had divorced or been investi
gated by intemal affairs since joining the department. 

RESULTS 

Response Rates 

An overall response rate of 49% was obtained. Police 
officer candidates and civilian males tended to respond 
at a slightly lower rate (33.3 and 32.55% respectively) 
than other categories of employees. Otherwise, the 
sample resembled the population in distribution by age, 
sex and rank. Because of non-response on selected items, 
for anyone analysis only about 34% of the department 
population was represented. 

Reported Diagnosis of Alcoholism 

Two percent of police employees reported that they 
had received a diagnosis of "alcoholism" as a health 
problem. Not all of these had received treatment for the 
condition. Consumption or 5 or more ounces of ethanol 
per day is usually considered indicative of a diagnosis 
of alcoholism (Armor alld Polick, 1982). This approxi
mates. in the present study, 9 or more drinks per day. 
Only one respondent reported consuming 9 or more drinks 
per day. 

Reported Alcohol Consumption and Demographics 

Respondents were classified into categories of 
Abstuiner/Lighter Drinker, Moderate Drinker, and 
HeaVier Drinker us follows: 

less than I drink/day =: Abstainer/Lighter 
I-I . ') drinks/day = Moderate 
2 or more drinks/day:::: Heavier 

This classification system produced categories of 
ethanol consumption per day which corresponded as 
closely (If> possible to the categories in the NIAAA 1979 
national survey as described by Clark t/fuJ Midanik 



Table I. NUMBER AND PERCENTAGES OF POLICE EMPLOYEES IN THREE CATEGORIES OF DRINKERS COMPARED TO 
NIAAA 1979 NATIONAL SAMI'I.E. 

Sworn 
Policl! 

Ma/e F'elllll/1! 

Abstainer, LIghter t1 118 16 
(q) (40) (62) 

Moderate t1 67 4 
Iq) t2~) !IS) 

Heavlcr 1\ 107 6 
Iri) In) f2~1 

.. lIIay flOI cqulli lllWi UUC In rnumhng 
Police Emplo)'cc Slatu~ X: (ul 21 1576. p' Ill. ~lgt1lftc:rll[ (' !120 
Employee SC~ X·' (lit 21 17,99, P' 01. \Igllilicanl (" ()21 

(1982). The police measures. however. only roughly ap
proximate the NIAAA measures. and therefore fairly 
large variations in consumption patterns between the 
police and the NIAAA samples should be required before 
being considered meaningful. 

Table 1 shows the numbers and percentages of sworn 
and civilian police employees by sex who were classed 
as Abstainer/Lighter Drinkers. Moderate Drinkers and 
Heavier Drinkers. Table I also shows percentages of the 
NIAAA .1979 national sample classed in each category 
by'icx. 

Civilian police employee consumptiQn patterns do not 
appear to be very different from those of the general 
population in 1979, Both male and female sworn officers. 
however, report higher levels of consumption than the 
general population. Male police employees. both sworn 
and civilian. reported higher alcohol consumption than 
female employees in their employee class. Chi square 
analyses revealed a significant relationship between sex 
and alcohol consumption. and also between sworn or 
civilian employee status and alcohol consumption in the 
police sample. 

Table 2 shows male and female police employees by 
alcohol consumption class and by age group. Table 2 
also shows consumption by age in the NIAAA 1979 
national samplc. In this table, cutegories of Abstainerl 
Lighter Drinker and Moderate Drinker were collapsed 
for males becuuse the NIAAA data reported by Clark 
and Midanik (1982) used this format. Note also, that the 
higher age category used for police employees (36 +) is 
compared with the limited national sample category of 
35-49 years. Because of early retirement options. very 
few police officers continucs in cmployment beyond 49 
years old. 

Sworn l11alc~ appear to be heavicr users of alcohol at 
all age~ than those in the NIAAA 1979 national sample. 
The use of alcohol by older sworn males does not appear 
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Cil'iliclII NIAAA /1)71) 
P(llic£' Nll/w"a/ SlIrn'y* 

Mil/I! f'i!lIItl/e MO/I! Fell/tI/1! 

10 II 
(48) (69) (54) (78) 

7 II 
(33) (2:\) 131 ) (lHI 

4 4 
(19) f!ll 114) 141 

to diminish, as has been found in the general popUlation. 
Chi square analysis showed no significant relationShip 
between age group and alcohol consumption; this analysis 
could not be performed separately for males and females 
because of the small expected frequencies in some cells. 

Table 3 show sworn employees classed by reported 
alcohol consumption and rank. There was no significant 
difference in consumption by rank. according to Chi 
square analysis. History of previous military experience 
(see Table 4) was also not significantly related to reported 
alcohol consumption. 

Reported Consumption of Alcohol and Stress 

Tables 5 and 6 show sworn employees classed by 
reported consumption of alcohol in relation to a variety 
of life and police career stressors. 

In Table 5, the number and percentages of sworn 
officers in each alcohol consumption clas!. are shown by 
whether the officer wa!. divorced, or whether investigated 
by internal affairs ~ince joining the department. Chi 
square analyses showed no significant relationships bet
ween alcohol consumption and either divorce or being 
investigated. 

In Tuble 6. number and percent of sworn employees 
in each alcohol con!>umption class is shown by whether. 
in the previous year. the officer experienced )) harass~ 
ment by a supervisor; 2) lack of back-up on a potentially 
daligerous call; or 3) light duty af>signment of more than 
three months. Chi square analyses showed no signillcallt 
relationship between consumption and harassment or lack 
of back-up. There was n significant. relationship between 
extended light duty as~ignmen( and reported alcohol con
sumption. Tho<;e on extended light duty reported less 
nlcohol lise than th()~e on rull duty. 



Table 2. NUMBER ANU PERCENTAGES OF POLICE PERSO~NEL IN CATEGORIES OF DRINKER BY AGE COMPARED TO 
NIAAA 1979 NATIONAL SAMPLE. 

Age 

Abstaincr/LighterlModemtc n 

Heavier 

AbstainerlLlghter 

Modemtc 

Heavier 

('i() 

n 
(t;i-) 

Age 

n 
(C'() 

II 

(t;() 

n 
(rc) 

* may nm equal IOO'i( dut! to rounding. 

Police Sample* 

21·35 

130 
(65) 

69 
(35) 

PoliceSamp/t·* 

21·35 

39 
<6:;) 

12 
(ZO) 

I) 

(IS) 

Age Group tnl,\Ie ami fcmale) X~ (df-. 21 2.li6. p>05. 0.\. ('-=0.08 

Males 
N1AAA 1979 Natiollal Survey 

36+ 21-34 35-49 

71 
(63) (81) (84) 

42 
(37) (19) (16) 

.~. 

Females 
NlttAA 1979 Natiollal S,!rvey 

16 + 21·34 35-49 

10 
(71) (69) (73) 

3 
/211 (26) (19) 

(7l (5) (8) 

Tahle 3. NUMBER AND PERCENTAGE OF SWORN PERSONNEL IN CATEGORY OF DRINKER BY RANK· 

Beioll'Sergeant Serl{C'allt Lt. and Above 
Abstaincr!l.ighter n 113 15 6 

('K) (43) (38) (35) 

Moderate n 53 II 7 
(')0 (20) (Z8) (41) 

Heavier n 95 14 4 
('i() (36) (35) (24) 

.. may not equal 100% due 10 rounding 
Rank ;<2(df-,4) 4.81), p·'.05, n.5 (':" O.IZ 

Tahle 4. NUMBER AND PERCENT OF SWORN MALES IN CATEGORY OF DRINKER BY PREVIOUS MILITARY EXPERIENCE. 

Abstainer/Lighter 

Moderate 

Heavier 

Military ;<2(df:= 2) .,. 3.66, P '.05, n.s (' 0.11 

n 
('ic) 

n 
('i() 

n 
('i(J 
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Yt'S 

62 
(38) 

33 
(ZO) 

67 
(4)) 

Pn'violls Military Experiellce 
No 

S6 
(43) 

34 
(26) 

40 
(31 ) 



Table 5. NUMBER AND PERCENTAGE OF SWORN PERSONNEL DY TYPE OF DRINKER EXPERIENCING TWO STRESSORS 
DURING 
POLICE CAREF.,R. 

Abstainer/Lighter 

Moderate 

Heavier 

!ntemlll Affairs X2(df=2);"3.08, p>.05. n.s. C=O.IO 
Divorce X2(df=2) =5.63, p>.05. n.s. C=0.12 

n 
(%) 

n 
(%) 

n 
(lk) 

{memo/ Affairs 
Yes No 

73 60 
(39) (47) 

39 
(21) 

74 
(40) 

30 
(23) 

39 
(30) 

DiI'orce 
Yes No 

16 117 
(29) (45) 

17 52 
(31) (20) 

22 90 
(40) (35) 

Table 6. NUMBER AND PERCENTAGES OF SWORN PERSONNEL llY TYPE OF DRINKER EXPERIENCING THREE 
STRESSORS IN LAST YEAR. 

SlIpen';sor 
Harro.\·s/1/t!/11 

Ye.~ 

Abstainer/Lighter n 44 
(I}(.) (51) 

Modcratc n 16 
(lit) (19) 

Heavier n 26 
(lk) (30) 

Humlssment X2 (df:=2)",3.6.~, p>05, N.S (,,,,(1.10 
Danger Call X2 (df=2)::: 1.07, p>.05. N.S. C::: 0.06 
Light Duty X2 (df", 2) -::: 6.8, p< .05. Significant C ~"0.15 

DISCUSSION 

No 
90 

(39) 

52 
(23) 

87 
(38) 

The popular impression of police officers is that they 
are hea ; users of alcohol for recreational and/or sedative 
purpose. One of the aims of this report was to compare 
reported alcohol consumption in a sample of police 
officers with national survey information on alcohol con
sumption. It should be kept in mind that different data 
collection and sampling methods were used in the two 
studies, and conclusions must be regarded tenatively. 
This comparinon of police officers' reported consumption 
with estimates of consumption in the general population, 
however, suggests that police officers may indeed be 
heavier consumers of alcohol than the general population. 

Male police personnel were also found to be heavier 
consumers of alcohol than females. This is also typical 
of the general population. Women entering sworn roles, 
however, appear to be moving toward the heuvier 
drinking patterns of sworn males. 

Heavier alcohol consumption by miJitury personnel 
has been found in other research. This has been explained, 
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No Backllp UglrtDllty 
Danger Call 3+ Months 

Yes No Yes No 

70 63 15 117 
C41l (44) (651 (40) 

39 29 1 67 
(Z3) (20) (4) (23) 

61 52 7 106 
(36) (36) (0) (37) 

however, as a consequence of the fact that the military 
is composed primarily of young males of lower 
socioeconomic stutus. Young males of low 
socioeconomic status in general are known to be heavier 
users of alcohol than other groups (Clark and Midallik, 
1982). 

No signil1cant relationships were found in this police 
sample between rank, age or military background and 
reported alcohol consumption in the police sumple. Since 
police employment itself is a paramilitury activity, any 
effect of military background may be obscured by the 
continuation of military-like conditions in civilian police 
life. 

In the police sample. it might have been expected that 
alcohol consumption would decrease with increasing age 
or rank (as an indicatOr or socio-economic status). This 
was l/ot found to be the case. This finuing raises the 
possibility that whutevcr conditions support heavier use 
of alcohol continue throughout the police career, and that 
age und socioeconomic status are not primary determin
ants. 



Most stressful job conditions (internal affairs investiga
tions, harassment and lack of back-up) were not found 
to be predictive of alcohol consumption. Nor was the 
highly stressful life event of divorce (Holmes and Raile, 
1967) found to be related to alcohol consumption. This 
lack of relationship between stressors and reported 
alcohol consumption should be confirn1ed in future 
research, since relationships may have been diluted by 
the crude nature of the measure of alcohol consumption 
used in this study or the indefinite time periods in which 
stressors occurred. If this finding is confirmed, however, 
it suggests that use of alcohol as self-medication for 
stressful life or police events is not adequate as an exp
lanation for heavier use in police populations. 

One alternative explanation which cannot be examined 
with the present data is that alcohol is an integral part of 
police social exchanges. There was a significant relation
ship relationship between reduced alcohol consumption 
and the presumed stressor "light duty of more than three 
months." It is possible that light duty depressed alcohol 
consumption because it removes the employee from usual 
after-shift parties. celebrations or other drinking occa
sions maintained by the work group. 

Another possibility which cannot be examined here is 
that alcohol is used as a sedative to deal with disruptive 
physical effects of rotating shifts. Those on light duty 
are also usually remuved from rotating shift schedules. 

The percentage of employees who reported a diagno!>is 
of "alcoholism" was about 2%. less than that found by 
Fell. Richard and Wallace (1980). It is not possible to 
detern1ine from the Fell et. al. report whether mental 
health service recipients were fully informed about diag
noses during treatment or whether the recipient in fact 
accepted this label. If the client does not know or rejects 
the diagnosis, it would not be recorded in a self-report 
study. Diagnoses are in any case probably a significant 
underestimate of life and health problems stemming from 
alcohol use, since not all individuals seek help. Only one 
employee reported consumption of 9 or more drinks per 
day. This is no doubt an underestimate of serious alcohol 
problems, since it is believed that those suffering from 
severe problems with alcohol are prone to deny abuse. 

"Alcoholism" is a concern of employers interested in 
productivity 'lOd health costs (Quayle 1983). But heavy 
use not diaf:,oosed as alcoholism should also be a prime 
concern of officers themselves, As consumption of 
alcohol increases, so do reported life and health problems 
(Clark and Midanik. 1982). The quality of police life is 
already under close examination because of its suspected 
adverse impact on the well-being of police employees 
(Kroes and Hurrell. 1975). Every effort should be made 
in ensure that the police environment does not enable or 
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encourage heavy alcohol consumption. 
The levels of alcohol use reported here were found in 

a department with a benefit program which discouraged 
alcohol use; the personal use of a patrol vehicle as a first 
or second family car represents a significant employee 
benefit to many. The department also had a fairly low 
frequency of traumatic events (police officer shootings, 
injuries and deaths). Departmental police on use of 
alcohol was fairly clear and treatment alternatives were 
available. More information is needed about volatile 
urban police settings. and departments with differing 
alcohol policies and health insurance programs. 

In future research, it is recommended that a standard 
measure of consumption. such as those described by 
Armor a1ld Polich (1982) be used. In addition. stratified 
samples across departments to assure adequate represen
tation of minorities and women. and differing 
departmental policies and insurance programs, would be 
desirable. Finally. measures of shift schedules and police 
social patterns should be added to future research. 

REFERENCES 

Armor. D. J. a1ld Polich. J. M. Measurement of Alcohol 
Consumption. In E.M. Pattison and E. Kaufman (Eds.), 
Encyclopedic Handbook of Alcoholism, NY: Gardner 
Press. 1982. 
Cahalan. D. Problem Drinkers. San Francisco: JO'isey
Bass. 1970. 
Clark. W. alld Midanik, L. Alcohol Use and Alcohol 
Problems Among U.S. Adults: Results of the 1979 
Rational Survey. In U.S. Health and Human Services 
Alcohol and Health Monograph ;::: I. Alcohol Consump
tion and Related Problems. Washington. D.C.: U.S. 
Government Printing Ofllce. 1982. 
D1I1I1Ie. J. A. Counseling Alcoholic Employees in a 
Municipal Police Department. Quarterly Journal of 
Studies on Alcohol. 1973. 34(2). 443-434. 
Fell. R. D .• Richard. W. C. a1ld Wallace. W. L. 
Psychological Job Stress and the Police Officer. Journal 
of Police Science and Administration, 19S0. 8(2). 139-
144, 
Holmes. T. and RaIl('. The Social Rcadjustment Rating 
Scale. Journal of Psychosomatic Medicine. 1967, II, 
213·218. 
Hurrell. J. J., Jr. and Kroes. W. H. Stress Awareness. 
In W.H. Kroes and J.J. Hurrell, Jr. (Eds.). Job Stress 
and the Police Officer: Identifying Stress Reduction 
Techniquc!-.. Washington, DC: HEW. 1975. 
Ostro\'(!. N. M. and PenderRl'Uss, \', E. S~'$tematic 
Analysi~ of Stres~ors and Consequences or Stress in 
Policing. Poster presented at American Psychological 



Association, Washington, D.C.,1982. 
Pattison, E. M. and Kaufman, E. The Alcoholism Syn
drome: Definitions and Models. In E.M. Pattison and E. 
Kaufman (Eds.), Encyclopedia Handbook of 
Alcoholism. NY: Gardner Press, 1982. 
Pendergrass, V. E. Psychological Assessment of Police 
for Entry-Level Selection. Miami, FL: American Feder
ation of Chiefs of Police, in press. 
Pendergrass, V. E. and Ostrove, N. M. A Survey of 
Stress in Women in Policing. Journal of Police Science 
and Administration, 1984, 12(3),303-309. 
Quayle, D. American Productivity: the Devastating 
Effect of Alcoholism and Drug Abuse. American 
Psychologist, 1983, 38(4), 454-458. 
Reiman, T. Regina Police Service's Employee Assistance 
Prqgram: Help for Officers with a Drinking or Drug 
Problem. Police Chief, 1983,50(11),69-70. 
Spielberger, C. D., Grier, K. S" Salerno, C. S. and 
Pate, J. M. Police Stress Survey. Unpublished survey 
instrument, University of South Florida, 1980. 

495 

Territo, L. and Veitar, H. J. Stress and Police Personnel. 
Journal of Police Science and Administration, 1981, 9(2), 
195-208. 
Unkovic, C. M. and Brown, W. R. The Drunken Cop. 
Police Chief, 1978, April, 18-20. 
Vaillant, G. E. and Milofsky, E. S. The Etiology of 
Alcoholism: A Prospective Viewpoint. American 
Psychologist, 1982, 37(5),494-503. 
Van Raalte, R. C. Alcohol as a Problem Among Officers. 
Police Chief, 1979, 46(2), 38-39. 
Wagner, M. and Brzeczek, R. J. Alcoholism and Suicide: 
A Fatal Connection. FBI Law Enforcement Bulletin, 
1983, August, 8-15. 
Wambaugh, J. The Black Marble. New York: Dell, 1978. 

FOOTNOTES 

IThe authors perfonned the study described herc uS Pdrt of a needs assessment in thc establish
ment of a stress management program for police officers. Dr. Pendergra .. is currently employed 
as a re.,eareh psychologist ut the Naval Training Equipment Center. Orlando. FL 32813. Dr. 
Ostrove is a consultant wilh Needham, Porter, Novelli. c:orre,'ipc.mdcnce 10 her may be addressed 
10747 Sligo Ave .• Silver Spring. MD 20910, 



TRAINING HOSTAGE NEGOTIATORS WITH PSYCHIATRIC PATIENTS: 
A "HANDS-ON" APPROACH 

Gabriel 1. Rodriguez, Ph.D. 
Dennis Franklin, M.D. 

The involvement of police officers with the mentally 
ill is well documented. Snibe and Snibe (1973) estimate 
that one-fourth of the hospitalization of mental patients 
in this country include some police involvement. This 
role in police work is often seen as inappropriate, as 
Bittner (1967) states "the [police] say they lack training 
pertaining to psychopathology and do not feel competent 
in this area" (page 536). Several authors (Bull, 7983,' 
Reiser, 1982; Snibe and Snibe. (1973) propose training 
guidelines for law enforcement personnel on how to deal 
with the mentally ill. Some departments have set up 
special units to deal with police intervention in cases 
where the subject is mentally ill (Snibe alld Snibe, 1973). 

According to Culley (1974) hostage incidents have 
been on the increase since 1972. Several authors note 
the importance of communications training for hostage 
negotiators (Bolz, 1981; Culley, 1974; Fitzpatrick, 
Fuselier, 1984; Hassel, 1975). Usually some attempt is 
made to provide a general overview of the three major 
diagnostic categories; psychotics, personaiity disorder, 
and neurotics. Fueslier ( 1984) estimates that "52 percent 
of all hostage incidents involved persons classified as 
'mentally disturbed', (page 2)". He provides a brief ex
planation of paranoid schizophrenics, manic-depressives, 
inadequate personalities, antisocial personalities, and 
criminals. These training exercises are usually conducted 
in a classroom lecture format with possible role playing 
and discussion sections. 

The author joined the New Orleans Police Department 
(N.O.P.D.) in May of 1983, as the police psychologist. 
Part of this role is to provide training on the psychological 
issues involved in dealing with hostage taker/barricaded 
subjects. Since 1979, there have been 86 incidents in 
which the tactical unit dealt with Hostage/Barricaded sus
pect situations. Of those, two necessitated the use of 
deadly force (one involving an emotionally ill subject 
who could not or would not communicate with the 
negotiators). Fifty-seven of the incidents concerned bar
ricaded suspects (66%), twenty-seven involved hostage 
takers (3 I %) and two were sniper incidents (2%). Since 
no statistics are currently available, it is estimated that 
from 60 to 80% of the incidents were precipitated by 
subjects who were suffering from some form of emotional 
disturbance. Often these individuals have a history of 
psychiatric hospitalization and/or contacts with a local 
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mental health center. Frequently psychotropic medica
tions were prescribed but the subject did not take them 
on a regular basis. 

After several months of observation, in which the hos
tage negotiators were assisted by the police psychologist 
during tactical unit operations, several areas of difficulty 
became apparent. These included: (2) subjects who would 
not or could not communicate with the negotiators (b) 
obviously psychotic subjects who where actively hai
lucinating or delusional, and (c) subjects who were under 
the influence of alcohol or unknown chemical substances. 
The negotiators tended to view the noncommunicating 
subjects as "stubborn" and resistant of any offers of assis
tance. Those subjects \',ho were actively psychotic often 
seemed to frustrate the negotiators or thwart their efforts 
to establish rappon. The intoxicated suspects often 
approximated disturbed behavior and were difficult to 
manage from a negotiation point of view. In light of the 
above, a day-long training session was instituted for the 
hostage negotiators. Alcohol and alcohol intoxication 
were the topics of the morning session. Drub abuse and 
mental illness were presented during the afternoon ses
sion. A focus on the behavioral characteristics of each 
category of individual was attempted in order to facilitate 
a better understanding of the influences exerted by chem
ical/alcohol intoxication or mental illness upon the bar
ricades subject/hostage taken. During the discussion por
tion of the section on dealing with the mentally ill it 
became apparent that the negotiators were having diffi
culty understanding and/or accepting the effects of 
psychotic symptomotology. More specifically, the hal
lucinatory and delusional phenomona were perceived to 
be confabulations on the part of the subject in order to 
"fool" the police. The negotiators were skeptical of the 
incapacitating effects upon the ability to communicate 
that a thought disorder might engender. They also 
appeared to doubt the judgement of mental health profes
sionals concerning the diagnosis of a mental illness. Role 
playing did not seem to be a solution at this point since 
it might tend to verify the suspicions of "playacting" on 
the part of the mentally ill subject. A decision was made, 
in conjunction with the consulting psychiatrist, to institute 
an in vivo training program. Actual contact with 
psychiatric patients outside of a tactical situation and 
within a treatment setting was thought to be an ideal 



training mode for the hostage negotiators. The purpose 
of the training was to effect a learning experience and 
an attitude change among the negotiators within an envi
ronment where they could observe the manifestations of 
mental illness on a first-hand basis. The goals were to: 
(a) increase their understanding of emotionally disturbed 
individuals; (b) demonstrate the reality with which the 
mentally ill individual experiences his/her halluciations 
and delusions; (c) give the negotiators a personal view 
of the tasks confronting a mental health professional 
during an actual intake interview. 

METHOD 

There are four black and three caucasian male 
negotiators on the tactical unit hostage negotiation team. 
Age ranges from 23 to 35 years. They averaged 10.2 
years on the police force, 3.5 years on the tactical unit 
(i.e., SWAT Team), and 3.1 years as hostage negotiators. 
Each negotiator was assigned to the psychiatric 
emergency room of a large public hospital. Prior to the 
training, they were briefed on the strict requirements of 
confidentiality, required to wear civilian clothing and 
asked to leave their weapons in their vehicles. They were 
provided with an outline of a psychiatric interview and 
asked to conduct intake interviews and evaluations on 
acute psychiatric patients who entered the emergency 
area. Each interview was conducted under the supervision 
of the staff psychiatrists. Due to the hospital setting, the 
emphasis of the interview focl.lsed on the chief complaint, 
present illness, and a mental status examination. When 
possible, family members were also brought in for the 
gathering of additional information. 

Following the interview, each patient was discussed 
in detail with the negotiators in terms of the patient's 
psychiatric diagnosis, presentation during the interview, 
the actual conduction of the interview, and various clues 
and subtleties that became apparent during the interview 
that may have helped the negotiators to evaluate the situ
ation and to formulate an opinion as to the patient's 
psychological state. An attempt was made to vary the 
type of patients that the negotiators interviewed including 
blatantly psychotic individuals, severely depressed 
patients, and patients who \Vere acutely drug toxic. The 
staff endeavored to correlate the patients presentation in 
the hospital with the recent history at home and the poten
tial problems that the officer could conceivably run into 
with that particular type of patient on the street. An effort 
as made to relate the presentation of those patients with 
previou~, lectures 0 the various types of psychiatrie 
illnesses so that the ofl1cers would understand, in a broad 
sense, the specific difficulties in establishing rapport and 
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ongoing communications with acutely disturbed individu
als. 

A self-report questionnaire was developed by the police 
psychologist to assess the effects of the training upon the 
negotiators (see Appendix I). Within a period of two 
weeks after the training ended each negotiator was asked 
to anonomously fill out a rating form and send it to the 
police psychologist through the department mail system. 
The seven rating forms were averaged on the first four 
scales, and the comments on items 5 through 8 were 
summarized. 

RESULTS 

On a five-point scale ranging from "not valuable" to 
"very valuable" the average rating of the training experi
ence was 4.8. In terms of the effect of the training on 
the understanding of emotionally disturbed individuals, 
on a five point scale ranging from "not improved" to 
"improved dramatically", the average rating was 4.2. A 
4.2 average rating was also reported, on a five-point 
scale ranging from "very difficult" to "very easy", 
relating to the relative ease with which the negotiators 
thought they had communicated with the patient. On item 
number 4, with a five-point scale ranging from "not 
changed" to "changed dramatically", the negotiators rated 
the change in their approach to hostage negotiations with 
an average of 3.6. When asked what was most valuable 
about the training the responses were as follows: (a) HI 
was allowed to observe the problems and reactions of 
the patients"; (b) "Inability of the patient to form relation
ships" and: (c) "How incapable patients are of rational 
thought". Responses to what was least valuable about 
the experience only included "not enough time spent in 
the program" and "not enough officers exposed to prog-
ram", 

When asked how the training intluenced the negotiators 
perception of hostage negotiation with an emotionally 
disturbed individual, the responses were as follows: (a) 
"I realize how real these individuals perceive their prob
lems [to be]"; (b) "That you can talk to thost': people and 
have a chance to reason with them about their problem;" 
(c) The mentally disturbed believe what they perceive, 
time and patience is important in working with them"; 
(d) "I became more sensitive to their problems; and (e) 
"Not any significant changes in my perception". In terms 
of future training procedures that were'desired concerning 
hostage negotiations the following responses were eli
cited: (a) "I would like to continue the [interview] sessions 
and role playing"; (b) "Dealing with psychotics and the 
potential for violence"; (c) "along the same lines as this 
problem, over the phone would make the off1cer listen 



better;" (d) "Group discussion of each SWAT roll, 
training of SW AT team on scene;" and (e) "more follow 
up on individuals after the arrest". 

DISCUSSION 

The ratings reflect a very positive attitude toward the 
training experience by the hostage negotiators. There was 
a definite perception of improved understanding of the 
mentally ill individual: In contrast to previous experi
ences while on tactical operations, the negotiators found 
their efforts to communicate with mentally ill patients 
relatively easy. While this effect could easily be attributed 
to the change in settings and the "helper" role of the 
negotiators versus a police function, the positive rein
forcement value of the experience is still salient. A mod
erate change in the negotiators approach to hostage 
negotiations is a reasonable expectation since this is just 
one facet of the varied situations faced during tactical 
operations. 

The comments elicited from the negotiators indicate 
an enhanced understanding of the psychological func
tioning of a psychotic hostage taker. This should enable 
them to: (a) "Administer lay psychological first aid to 
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the hostage taker" (Bolz, 1981, page 29); (b) "Assess the 
hostage takers mental status" ... "talk the hostage takers 
language." strive for personal contact" (Fuselier, 1981, 
page 7); and (c) "accept the thoughts and feelings of the 
subject" (Fitzpatrick, page 11). Some of the suggestions 
for further training (e.g., group discussions of each inci
dent, follow up of subjects) provide the basis for a more 
comprehensive approach to the evaluation of tactical unit 
operations from a psychological point of view. The pos
sibility of postincident interviews with hostage takers/bar
ricaded suspects presents an opportunity to verify the 
presence of a mental illness or drug toxicity and may 
allow for the determination 0 the precipitating factors to 
the incident. The subjects reactions to specific police 
actions while on the scene may also be a value in future 
tactical operations. Further training modes and research 
on the effectiveness of hostage negotiation techniques 
need to be accomplished in the future. This could include 
developing a rating system based on Fitzpatrick's com
munication techniques, taping actual negotiation 
dialogues, and having independently trained judges rate 
segments of the tapes. The author acknowledges that the 
self-report measures in this report are highly subjective 
and that a more empirical approach is warranted in future 
studies. 



Appendix I-Rating Form-Hostage Negotintor's Trnining at the Chnrity Crisis Intervention Unit (CCIU) 

Your reactions to the recent training exercise at the CCIU are necessary so that we can properly evaluate it's value. 
Please respond in an open, honest manner. DO NOT put your name on the form. 

I. I considered this training experience to be: 

3 4 5 2 

NOT VALUABLE MODERATEL Y VALUABLE VERY VALUABLE 

2. My understanding of emotionally disturbed individuals was: 

3 4 5 2 

NOT IMPROVED MODERATEL Y IMPROVED IMPROVED DRAMATICALLY 

3. I found my effort to communicate with these individuals: 

3 4 2 

VERY DIFFICULT MODERATELY DIFFICULT 

5 

VERY EASY 

4. Because of this experience. my approach to hostage negotiations has: 

3 4 5 2 

NOT CHANGED CHANGEDSOMBWHAT CHANGED DRAMATICALLY 

5. What I found most valuable about this training was: (Please prilll). 

6. What I found least valuable about this training was: (Please prim). 

7. How has this training influenced your perception of hostage negotiations with an emotionally disturbed individual? 

8. What kind of future training experiences would you want concerning hostage negotiations? 

DEMOGRAPHIC 

Numberofyears with NOPD ___ .' NUlllberofyears on SW AT ___ _ 

Number of years as Hostage Negotiator ____ . 

Past assignments before SWAT (i.e .• Districts. Traffic. EMS. etc.). 
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POLICE BURNOUT-INCREASING DURABILITY 
TO STRESS ILLNESS THROUGH THE BODY'S O~N CHEMISTRY 

Edward S. Rosellbillh, Ph.D. 

Police officers are required to handle a variety of deli
cate crisis situations and must do so quickly and efficiently 
(Oney, 1981). But these situations are often interspersed 
with lengthy periods of boredom. It is expected that the 
police officer will act in situations which occasion confu
sion and distress, threaten one's sensibility, peace and 
the safety of the community as well as that of the officer, 
and to do so without notice or time for preparation. 

Police officers find themselves spending a part of their 
duty dealing with families in contlict and these problems 
are increasing as the economy cannot meet citizen needs 
and social problems increase. Several years ago, our soc
iety was not as complex or mobile as it is today. Families 
and individuals in contlict or stress could call upon parent, 
close relatives, or neighborhood sages to mediate disputes 
or counsel with individual problems. These helpers had 
the interest of the family and its immediate social exten
sions in mind. This is seldom possible or likely now. 

While mental health and social service systems have, 
in some areas, developed 24 hour a day crisis services, 
the police must still bear the brunt of many social ills for 
some very valid reasons (Olley, 1981). 

The police officer is constantly on patrol and able to 
respond anywhere in the jurisdiction on short notice. 
Family or friend disputes may involve violence and only 
the police are prepared and legally able to handle such 
problems. When a situation involves fear, the police 
officer is most likely to be called in, since he or she is 
the most likely "peace maker." 

The patrol method of policing docs not usually lend 
itself to consideration of relaxed meals and the choices 
of restaurants are often severely limited to "fast food" 
purveyors whose wares in no way approach a balanced 
diet. With the long hours often spent in a patrol car, 
many officers rely on much coffee or other caffeine sup
plying beverages. There is also a high likelihood that 
nicotine may become 'essential' to keep one going. In 
some cases, 'diet' pills may be used to keep one awake. 

Shift differentials and weekend and holiday work may 
keep many families separated during periods when mutual 
support is needed. 

The chain-of-command method of management often 
precludes ofticers from feeling any sense of support 01' 

understanding from "the top." In such a hierarchical sys
tem, compliance with directives often is achieved by 
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threats of "disciplinary action" for those who do not com
ply. 

Police officers have one of the highest suicide rates of 
any profession, right up there with physicians (Rosellbluh, 
1980a). Divorce and aicohol abuse have also been sig
nificant factors for many years (Nevill, 1976). 

Considering the above, the police officer is an excellent 
candidate for 'burnout.' 

8urnout 

In war, the following symptoms have been noted as 
related to stress (Bakel', 1975). Police officers facing 
'burnout' are likely to have experienced many of them. 

I. Increase in muscular tension and an ability to relax. 
2. Tension headaches-often appearing as a pulling or 

pressure over the top and back of the head and neck. 
3. Temporary immobilization-Freezing-so that no self 

protective action can be taken. 
4. Shaking and tremors, which, if they persist over an 

extended time, in the absence of any stressor, and become 
exaggerated, may be indicative of the development of 
pathology. 

5. Excessive perspiration. 
6. Inability to eat or nausea. 
7. Vague abdominal distress, sometimes with mild 

diarrhea. 
8. Urinary frequency and urgency. 
9. Excessively rapid heartbeat (tachycardia) and palpi

tation. 
10. Breathlessness and sensations of faintness and gid-

diness. 
II. Sudden drop in blood pressure leading to fainting. 
12. Aehes and pains. 
13. Unfocused fears of mortality related to physical 

distress. 
During the First World War, these symptoms were 

called "Shell Shock." ft was believed that the high air 
pressure caused by the exploding cannon shells created 
physiological damage that led to the many symptoms 
(GOOe/Will, 1980). When Psychoanalysts started to treat 
the problems, they called the symptoms "War Neuroses" 
(Glass, 1969). Fulermall and P//I/lpia,,-Milldlin (/951) 
l/ful Archibald and Tlldden/wf1/ (1965) reported that, 
during the Second World War, some veterans who had 



apparently not suffered symptoms by the end of the war 
later developed extreme anxiety, battle dreams, depres
sion, relationship problems. explosiveness, etc. After 
Vietnam, we call the symptoms "post-traumatic stress 
syndrome" (Goat/will, 1980). Similar symptoms have 
been noted by this author and others for many problems 
of a traumatic nature, such as lengthy imprisonment, 
tornadoes, tloods, tires, among others. 

Whether following war or years on preventive patrol, 
the symptoms are real, just as those of all others who 
suffer, some of whom are told they are just "imagining 
them." For the police officer, as with many other profes
sionals, the term is 'burnout.' The tendency is to look to 
the job or situation as the 'cause' of the emotional distress. 
This seldom answers the questions of 'why'?, since, to 
be a cause, a situation should be able to create the 
symptoms in all who share it, but in neither the post
traumatic stress syndrome nor burnout is this true. How
ever, this should not be taken as inferring that the situa
tions have no relation to the symptoms. It is quite likely 
that the situations did precipitate the problems, but in 
bodies unable to handle them. It has long been accepted 
that each of us has a greater or lessor degree of 'immun
ity,' without detining what 'immunity' is. 

Williams (/971,'1975) has noted that each orus, includ
ing identical twins. has an individual body chemistry and 
an individual heredity (although the latter is identical in 
identical twin~). The!-te individualities create differing 
abilitie~ to utilile certuin of the 40 odd nutrients required 
daily for our bodily cells to operate at peak efficiency 
(Rosellbl,,". /980h; Rosellbluh & Blllhm, 1982). When 
any of' these nutrient:, b absent or in short supply, the 
ability to handle stress is reduced (Rosel/blllh, 1980('). 
The amount of lost durability is based on the degree of 
detieiency and the added burden of poisons and toxins 
such as smoke. solvents, chemical pollutants and situa
tional factors as noted above. With thc possibility of 
hereditary predispositions toward a need for higher 
amounts of some nutrients in certain individuals. the state 
is set for stress illness, regardless or the source 
(Rosel/bill", in press a). 

In discussing the effect!. of body chemistry, Williams 
(1971, p.155) asked "What is nature's way of preventing 
mental diseasc'''? He answered that. if one has never been 
afflicted with mental illness. "it is not because ... [one 
hasj undergone shock treatments or ... [ha51 consumed the 
right tranquilizers ... ," He adds that one's 'immunity' or 
resistance is "because ... [one hns] received in ... [onc'sl 
Food enough all minerals. amino acids, nnd vitamins that 
brain cells need to muintnin ... roncj in reasonably good 
working order." 
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Police departments have become vitaly concerned with 
efticiency of line personnel. Vigorous exercise if often 
encouraged. Cardiovascular fitness and "weight control" 
have assumed paramount importance. 

The goals and philosophy are sound. The ability of 
law enforcement agencies to meet the exigencies of their 
missions is dependent on the ability of the individual 
ofticer to meet his/her potential, both physically and men
tally. 

Recent evidence and observations lead, however, to 
the conclusion that one important factor has been left out 
of the equation: nutrition. The American dietetic program 
has not been able to meet the needs of all of its clients 
and an argument may be able to be made that it does not 
meet the needs of many. 

Williams (1971,' 1975) has noted that it is the microen
vironment of the cells which will determine the ability 
of the tissues and organs to meet the nceds of the body. 
Rosenblllh (1980b, p. 7) pointed out that the microenvi
ronment of the cells "can be inadequate for two basic 
reasons: too little of certain essential nutrients or the 
presence of some substance which precludes what is pre
sent from being properly utilized." Mandell (1977) indi
cated that one can react badly to one's environment be
cause of an inability to tolerate certain substances fonn 
the macroenvironment. In fact, Schauss (1982) reports 
several research projects which found that apparent sen
sitivity to common rood artifacts (sugar, white tlour, 
pasturized milk, chocolate, etc.) are highly correlated 
with behavioral and emotional disorders. Edwards (1982) 
reported similar findings with institutional foods, includ
ing common breakfast cereals made with sugar. 

The dietary program of most police ofticers mirrors 
that of the general population and there is a growing 
recognition that this approach is creating many of our 
problems. Common is what Salzer ( 1965) called "Relative 
Hypoglycemia," something that is generally denTed, with
out sound scientitic evaluation. by the dietetic and med
ical establishments. Mirojj' (/983) indicated that his re
search found that as much as 66% of those with mental 
health symptoms will demonstrate hypoglycemia on a six 
hour glucose tolerance test. This has been noted, in vari
ous way, by many others (Roseltbluh. 1980b). The major 
source of energy for the bruin is glucose. The blood 
stream carries about one teaspoonful at all times. If this 
is cut in half, one can go into a coma. Any drop will 
produce u neuroglycopeniu (loss of essential encrgy to 
the central nervous system). When this happens, any 
number of symptoms can occur (see Figure I). As has 
been noted by Sanders (1983) and others, the only effec
tive wily to create the proper glycogen stores in the liver 
is through whole grains. 
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the lack of sufficient blood sugar by extracting stored sugar (glycogen) 
from the liver, thereby bringing feelings of anxiety and/or depression, 
among other 'neurotic' symptoms. The Flat Curve is also hypoglycemic, 
usually representative of boredom in life. 

HYPOGLYCEMIA = Drop of 20+ mg % from fasting during 5 or 6 hour test; Double 
peak after second hour; Glucose level that fails to rise at least 
50% above fasting after ingestion of glucose; Any blood sugar that 
falls more that 50 mg % in one hour; Suspect any glucose level that falls 
at or below 65 mg %; Regardless of curve, if symptoms develop during test. 

Figure I. Symptoms of neuroglycopenia (low blood ~ugar which dep
rives the centmi nervous system of needed sources of energy). The 
diagnoses at the bollom of the figure are some of those assigned to 
people whose problems did nO! fit tmdilional blood or urine tests and, 
therefore, did nO! lend themselves to recognized medical treatment. 



Many agencies have developed elaborate programs to 
bring personnel down to their appropriate weights, rela
tive to measured fat content. This is all admirable 
approach. but it is doomed to fail with many personnel 
because the nutritional program docs not fit with current 
research on both energy development and fat reduction. 
The aerobic approach to exercise is an extremely useful 
program. but the directions being taken nutritionally are 
often counterproductive. As Pritikill alld McGrady (1979) 
have noted, complex carbohydrates provide the most 
appropriate source of energy. They note that the 
Tarahumara Indians of Mexico live on a diet that is only 
LO% animal protein, JOo/c fat and 80% complex carbohyd
rate. These indians can run a 500 mile roudtrip in only 
five days; transport a 100 pound pack for 100 miles in 
70 hours: playa kickball game. running continuously for 
48 hours, covering 175 miles. The Tarahr~mara Indian 
women have been found to run continuosly for as much 
as 50 miles at a time, in this game. They eat meat only 
abollt once a month and are apparently free of many 
diseases plaguing American police officers, such as car
diovascular dbease, diabetes. hypertension and obesity. 
Eimer (Airo/a, 1977) found that athletes improved in 
performance after switching from a 100 gram per day 
animal protein diet to a 50 gram per day vegetable protein 
diet. Chittenden (Airo/CI, 1971), in extensive experiments 
on athletes and soldiers, found that physical performance 
in sports and heavy physical work is performed to a higher 
level of efficiency on a low animal protein diet. Several 
researchers. over the years (A iro/a , 197 n. have found 
that the Seventh-Day Adventists. who tend to not eat 
meat on religious grounds. present with 40CK, less coronary 
disease. 4()0% lower death rate from respiratory disease. 
lOOlfc lower mortality from all caUSt!s: 1000% lower death 
rate from lung cancers (they do not smoke either); 50lfc 
less dental caries mnong their children. 

If one studies the research literature instead of just 
listening to the 'expert~.' one will find that too much 
protein (especially animal protein) in the diet can lead 
to serious problems. Such material cannot be stored once 
the smull need has been met and will be burned as fuel 
for energy. Unfortunately. protein is inferior to complex 
carbohydrates 01' fats as a sourcc of energy. The digestion 
of these proteins in excess or necd leaves residues of 
toxic metabolic waste products which have been found 
to contribute to self-intoxication and disease. Airola 
(1977) reports on research from the Max Planck Institute 
for Nutritional Research which found that toxic residues 
were deposited in the tissues from excess protein. Icading 
to biochemicnl imbalances and over acidity. accumula
tion of uric acid. urea and toxic purines. diminished 
strength and endurance (uric acid. urea and purines from 
exce/iS meat interfere with muscle and nerve function); 
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intestinal putrefaction and resultant constipation and auto
toxemia. Other negative results were vitamin B6 defi
ciency, atherosclerosis, heart disease and kidney damage. 
Arthritis has also been found to be connected to excess 
meat intake. 

There is a mistaken belief in our ~ountry that only 
animal protein (beef particularly) is an appropriate source 
of protein. Proteins are composed of 22 amino acids. 
Most are synthesized in the body, but eight are not and 
must be ingested. Foods that contain 'a1\ eight of the 
essential amino acids are known as complete protein 
foods. Meat does contain each of these eight (as do 
cheese. yogurt and eggs), but it is fallacious to believe 
that the quality of the protein in meat is higher than that 
in vegetable protein. Research at the Max Planck Institute 
has found that many vegetable proteins are at least as 
good, in biological quality, as animal proteins, and some 
arc better. Vegetable matter containing all eight essential 
amino acids are soybeans, peanuts. almonds, buckwheat, 
sunflower seeks, pumpkin seeds. potatoes, avocados and 
a1\ green leaf vegetables, according to the International 
Society for Research on Diseases of Civilization and 
Environment (Airo/a, J 977). 

Some advantages to increasing the intake of complex 
carbohydrate arc (Ross, 1981): 

1. Helps eliminate excess fat in the diet. 
2. Cuts down on sugar consumption (in large part by 

maintaining the appropriate blood sugar [glucose] levels 
over time). 

3. Helps eliminate excess animal protein from diet. 
4. Increases the levels of energy for extended and 

heavy work. 
5. Increases the amount of liber in the diet, aiding in 

the proper digestion of all foods, cutting down on the 
likelihood of gastrointestional forms of cancer and other 
digestive and bowel problems. 

6. Complex carbohydrates are rich in the vitamins and 
minerals necessary for the healthful and efticient carrying 
out of daily and heavy tasks. Whole foods (complex 
carbohydrates and vegetables bring with them all the 
nutrients needed to process them in the body, thereby 
not adding to the depiction experienced by eating meat, 
which does not bring its own needed chemicals). 

7. Complex carbohydrates will help one to achieve 
and maintain the appropriate weight. All studies on 
calorie-related diets show significant failure since calories 
are only peripherally related to fat retention (Bailey, 
1978,' Co/gall, 1982). 

8. Complex carbohydrates have the lowest level of 
toxic pollutants or any other foods available to liS. 

9. Complex carbohydrates are less expensive. 
10. Complex carbohydrates can be stored longer in their 

whole state and can be carried easier for future usc. 



There is a mistaken belief on the part of most persons, 
and some Dieticians, that sugar is an energy food. It can 
be demonstrated that sugar will create a loss of energy 
almost immediately and,. in many, a hyperactivity form 
of energy which can be very destructive (Hoffer & 
Walker. 1978; Pfeifer, 1975). These researchers and 
many others draw the same conclusion relative to white 
flour and white rice. 

However, glucose is not the only element missing in 

Table 1. MISSING NUTRIENTS IN WHITE BREAD 

Nutrient % Missing 

Fiber 78 

Magnesium 72 

Zinc 62 

Chromium 72 
Copper 55 

Managanese 88 

Potatssium 62 

Pantothenic Acid A B Vitamin 44 

Folate 50 

Pyridoxine (B6) 78 

VitaminE 96 

sufficient supply in the American diet. As has been indi
cated by Rosellbluh alld Bluhm (1982). bread and all 
other products made with flour (whether called 'white,' 
'rye' or 'wheat') are deficient in several key nutrients 
necessary, not only to metabolize the products, but for 
a healthful life, in general (see Table 1 and Figure 2). 
In fact, the entire Nutritional Chain of Life is necessary, 
asflr:;'( described by Williams (1971). (See Figure 3.) 

Partial Purpose ofNwrient jn Healtll 

Maintains functioning of digestive system. Necessary to avoid bowel 
problems, including cancer. 
!.ids in controlling high cholesterol, alcoholism, depression, kidney stones, 
anxiety, tooth decay. Necessary for calcium absorption and blood pressure. 
Helpful for skin problems, alcoholism, hardening ofartieries, diabetes, 
high cholesterol, infertility, fatigue, prostate problems, ulcers. 
Necessary for sugar metabolism. Helps prevent hardening of arteries. 
Deficiency implicated in general weakness, skin sores and diarrhea 
in infants. 
Essential for carbohydrate and fatty acid metabolism. Useful in treating 
allergies, asthma, diabetes, fatigue and joint problems. 
Useful in treatment of acne. alcoholism, allergies, diabetes, bums 
high blood pressure, heart disease, nervousness and weakness. 
Antistress factor, stimulates production of cortisone. Fights fatigue, 
infection, graying and loss of hair, depression, irritability and 
constipation. 
Works with B 12 in building red blood cells. Necessary for growth and 
division of body cells. Aids in protein metabolism. Helps build 
antibodies to prevent and heal infections. Implicated in neural tube 
defects (spina bifida, etc.) 
Necessary.o prevent morning sickness, carpal tunnel syndrome, 
depression, water retention, kidney stones, tooth decay, 
migmine, senility 
Oxygenates tissues, dilates blood vessels, and improves circulation. 
Prevents scar tissue formation in bums and sores. Protects lungs from 
pollution. Protects against embolism, strokes and heart disease. 

The breakdown above is based on research reported by the Center for Science in the Public Interest (Rose/lblull & Bluhm, 1980) to demonstrate 
that Wonder Bread was not as nutritious as 100% Stone Ground Whole Wheat Bread, as had been suggested. in commercials. Your body 
needs these nutrients, many just to process the bread. When the food eatcn docs not bring its own nutrients. us supplied by nature, the body 
will have to steal from its reserves, thereby lowering its defenses against stress. You nre making up for these deficiencies by usc of pain 
killers. sleeping aids. tranquilizers, heart, blood pressure and ulcer medication. arthritis drugs, antacids. laxatives, antibiotics, cigarettes, etc. 
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STRESS 

EXTREME FATIGUE 
LOW BLOOD PRESSURE 
DIZZINESS 
MUSCLE WEAKNESS 
INSOMNIA 
STOMACH DISTRESS 
CONSTIPATION/DIARRHEA 
RESPIRATORY INFECTION 
DEPRESSION 
ANXIETYrmNSION 

THE BIOLOGICAL REACTION TO STRESS 

ALARM 

SURGERY 
INFECnON 
PHYSICAL TRAUMA (WOUNDS, BURNS, ETC.) 
SEVERE EXPOSURE (SUN, HEAT, COLD) 
ALLERGIES AND SENSITIVITIES 
INFECTIONS 
SEVERE EXERTIONS 
MALNUTRITION 
JOB LOSS 
LOSS OF LOVED ONE 
CRIMINAL ATTACK 
ANY CHANGE IN MOMENTUM OF LIFE 

PALE AND COLD SWEAT 
MUSCLE WEAKNESS 
RAPID HEARTBEAT 
LOW BLOOD SUGAR 
LOW HYDROCHORIC ACID 
DIMINISHED BLOOD VOLUME 
HIGH SERUM POTASSIUM 
LOW WHITE BLOOD CELL COUNT 
KIDNEY FAILURE 

RESISTANCE 

PROTEIN BREAKDOWN 
BLOOD PRESSURE INCREASE 
SALT RETENTION 
MINERAL WITHDRAWAL 
WATER RETENTION 
FAT MOBILIZATION 
GLYCOGEN SECRETION FROM LIVER 

EXHAUSTION 

HYDROCHLORIC ACID 
DEFICIENCY 

BOJ>Y REQUIRES 
WI-IOLE FOOD NUTRITION EXTRA: 

RAPID PULSE ON 
EXERTION 

PROTEIN 
DESTRUCTION 

SALT RETENTION 
HYPO/HYPERGLYCEMIA 
ALCOHOUDRUG ABllSE 
MENTAL ILLNESS 
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VITAMINS C, A, RIBOFLAVIN, E, 
PANTOTHENIC ACID, B6' 
MINERALS-ZINC, MAGNESIUM, 
MANGANESE. VEGETABLE PROTEIN. 

ELIMINATION OF ALLERGENS 

I>I~ATH 



WATER 

ROUGHAGE 

~ ~ - - ------------------~---------

NUTRITIONAL 
CHAIN 

.OF 
LIFE 

LINK SIZE APPROXIMATES 
RELATIVE AMOUNTS 
OF EACH NUTRIENT 

I'IIENYLALANINE 

!'igun: 1. The NUInIl"""! Chain of Life The nutricnlS ."enliaIIO Ihe optimum wurklng or Ihe c.lI, and lhe IIs\lIe\ Dlld organs Ihey make up. 
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Yakovlev and Rogozkin (1975) suggested that the inclu
sion of a full complement of vitamin and mineral supple. 
ments has played a significant role in the growing domi
nam.c by eastern block countries in world sports compet
ition. Co/gall (l982) has demonstrated this in double 
blind studies on weight lifters and runners. While a case 
could be made for supplementing a police officer's diet, 
a significant first step would be to change the basic foods 
used by the officer during a patrol shift to those that 
contain sufficient amounts of the Nutritional Chain of 
Life to help meet the needs of vigorous exercise, emo
tional stressors, physical hardship and creature comfort 
losses. One of the health problems faced by many in the 
general population and by a significant number of police 
officers is Essential Hypertension. Kurtzke (1969) found 
that one is just as likely to die of a stroke in this era as 
in 1900. [n populations that exist on whole foods and 
not westernized food artifacts, there is no significant 
hypertension, regardless of age (Holmall et al., 1958; 
Henry & Cassel. 1969). Weston Price, D.M.D., found 
this over 50 years ago, relative to teeth and orthodontia 
problems and Smith (1981) supported this more recently. 

Evalls (1965) alld Hellry alld Cassel (1969) have noted 
that, where there is hypertension, atherosclerosis is prob
able. After Vietnam, it was found that about 50% of the 
American servicemen killed in that conflict (average age 
22) were already developing atherosclerosis (Co/gall, 
1982). Autopsies in Japan on similar age group young 
people find little such damage. O.I.'s of the Second 
World War demonstrated far less atherosclerosis, 
suggesting that, as our mass food processing accelerates, 
our bodi.es and minds deteriorate (the same chemicals 
make the brain work as make the rest of the body work), 
thereby decreasing our abilities to handle stress. This is 
to say "It is not the situation that causes the stress illness, 
but the inability of the body to withstand the pressure"! 
Keys (1970) found the fatty streaks and intermediate le~ 
sions that are the precursors of atherosclerosis in almost 
all children of age I () or older in a New Orleans study. 
Findings of Prior (1978) and others suggest strongly that 
it is the Westernized diet which is the culprit since Pacific 
Islanders suffered little or no hypertension, until a few 
years after moving to New Zealand and adopting the 
western processed foods and methods of bodily pollution. 
Williams (1971) reports thr t when rates are fed the equi
valent or our American cliet, which conforms to the Re
commended Dietarv /\lIowances, they developed less 
than half as c!:..ickly as should have been expected. In 
another SIUr'.y, rats fed commercial enriched white bread 
did not tl'rive as did those on more appropriate bread. 
"After n' nety days, about two-thirds of them were dead 
of maJillltrition and the others were severely stunted" 
(Williams, 197/, p. 206). The reason that the baking 
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industry likes white flour is twofold: it does not turn 
rancid because it is missing the germ, which contains 
many of the health giving nutrients; it does not attract 
insects as readily as whole grain flour because the insects 
know te cannot survive on it-of course, neither can we! 
We would not consider feeding our pets white bread, 
doughnuts, coffee, cola, waffles, syrup or candy, but we 
feed ourselves these substances in wholesale amounts 
and then wonder why we suffer from stress illness. 

Of course, extensive relaxation training'and biofeed
back treatments can lbwer blood pressure, but this is not 
practical for a department, except in individual cases. 
However, there is a more practical solution: avoiding 
bodily pollution and nutritional awareness and commit
ment. Cigarette smoke contains lead, arsenic, mercury, 
nickel carbonyl and cadmium, as well as nicotine and 
carbon monoxide. These are highly correlated with 
atherosclerosis and hypertension. They are also related 
to lowered I.Q. (Co/gan, 1982; Schauss, 1982). Yudkin 
(1957) alld Yudkill (llld Morland (1967) demonstrated in 
an unrefuted 20 year study that four ounces of sugar a 
day over a long period will significantly increase the risk 
of heart attack and atherosclerosis. Many police officers 
eat more. Unfortunately, the very vitamins and minerals 
~hat will help the body control these pollutants are in 
short supply in the American diet: chromium, calcium 
(in usable form, as measured in tissue analysis), zinc, 
magnesium, vitamins C, E, 8 6 , 8 1,82,83 and the Omega 
3 Essential Fatty Acids (Rosenbll/h, ill press b: Rudin, 
1981. 1982, 1983), among others. Whole wheat grain 
contains 20 times as much zinc as cadmium; 66% of the 
zinc, which balances out the cadmium (present in the 
white flour), is removed with the bran. A low ratio of 
zinc to cadmium is associated with medicine resistant 
hypertension (Pfeifer, 1975,' Schroeder, 1973). 
Chromium, present in potato skins tlnd the germ of the 
wheat (removed to make potato flakes and white flour), 
has been found useful in controlling atherosclerosis and 
its deficiency is important in the development of glucose 
intolerance (Colgall, 1982: Rosellbll/h & Bluhm, 1982). 
Restaurant (and many home-cooked) vegetables have 
been observed to be highly boiled and, therefore, their 
nutrient content must be suspect. Oranges from 
storerooms and markets have been found to have as little 
as zero milligrams of vitamin C (Colgall, 1982). In a 
study reported in the Journal of Nutrition Edu('(ltion of 
Penn State University (Gwhrie & Scheer, 1981), it was 
found that the four food groups did not insure adequate 
intakes of any essential nutrient, particularly vitamins E, 
86 and Folate and the minerals Iron, Zinc and Mag
nesium. 

[t should be noted that the same deficiencies and tox
icities which produce physical problems (headaches, 



hemorrhoids, asthma, sinus, arthritis, atherosclerosis, 
etc.) also produce depression, anxiety, schizophrenia, 
burnout and many more problems. 

The Disease 

The disease, which manifests itself in 'burnout' or 
"post-traumatic stress syndrome", has one basic founda
tion: the severe depletion of essential chemicals due to 
inappropriate diet and the required dealing with highly 
pressurized situations. These deficiencies usualIy begin 
before birth, but job situations and years of poor eating 
intensify the problem. 

There is, of course, a difference between the burnout 
of the police officer and the post-traumatic stress of the 
Vietnam veteran, however, the difference is one of 
degrc-t, not substance. The human body has only one 
thing with which to fight stress-its chemicals. An 
enlarged picture of a single cell membrane being attacked 
by a stressor (smoke, bulIets, fights, sugar, noise, fear, 
overwork, etc.) would show the membrane throwing off 
smalI amounts of vitamins and minerals, as well as 
enzymes and other chemicals. When the cell membrane 
has divested itself of its entire supply, the cell will die. 
If we do not supply the body with the replacements that 
it needs, lor its daily and genetic differences, the body 
will fall victim to stress illness. 

It was the trauma of Vietnam that took its toll on many 
young G.I.'s whose early nutrition was very poor, con
sidering they ate the "typical teenage food". When their 
diets during the war could not replace what they lost fast 
enough, they developed their "war neuroses". It is likely 
that if they have continued to eat typical American food, 
they have continued to be deficient and are orten prepared 
to go into a state of depression or anxiety. In such a 
'set'. any stimulus can trigger the reaction and the brain, 
like an organic computer, will seck out the most depre
ssing events from the past to settle on. Had they never 
been to Vietnam, or in combat, another depressing 
memory from life would substitute. 

For the police officer, the American diet has left little 
to fight the pressures of handling the problems and fai
lures of life they must deal with. Since they seldom have 
Vietnam experiences to recall. (although some do), they 
blame the job and call it burnout. 

The Prescription 

Rebuilding the body's natural defenses can he a fairly 
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simple task, if one learns what supplies the body with 
its chemicals and what denies the body its due. A simple 
rule to consider "I I' it wasn't available in the Garden of 
Eden. don't eat it" (Rosel/btu}', in press a)! The human 
body developed to exist on what was available at the 
time it developed. The more we remove from the natural 
state of food, the less it provides the body. Enriching of 
food comes only after deluding it and what is put back 
is nothing like what was removed. If one must use over
the-counter drugs, prescription drugs, tobacco. alcohol, 
caffeine in order to cope, one's body is becoming 
depleted. But, they will further deplete one since their 
destructive effects must be overcome by the body's pro
tectors-its nutrients. 

It is suggested that if law enforcement agencies would 
incorporate body chemistry education and pilot research 
projects into their stress reduction programs there will 
be a measurable change in a number of criteria. 

The addition of significant amounts (up to 50% of 
one's diet) of whole grains, unsalted nuts and seeds(the 
latter as between meal snacks) will likely make noticeable 
changes. If one also adds up to 30% of fresh or frozen 
vegetables, 10% fruit and 10% animal protein (fish, fowl, 
eggs, hard white fermented cheeses, plain yogurt), with 
minimal red meat (beef and pork), the results should be 
enhanced. 

The criteria that should show positive change are: 

I. Disciplinary Actions 
2. Sick Days 
3. Injuries (barring major accidents) 
4. Level of Efficiency 
5. Use of Prescription Drugs 
6. Purchase of Over-The-Counter Drugs 
7. Alcohol Abuse 
8. Drug Abuse 
9. Cigarette Smoking 

10. Emotional Problems 

CONCLUSION 

The job of police officer is. by definition, stressful. 
Many useful techniques of handling stress are already in 
use, but prescription and non prescription drugs (in
cluding nicotine and caffeine. as well as alcohol) still as 
major ,:>ources of treatment. By zeroing in on the body 
and its natural defenses, the officer will be able to increase 
the level of durability in resisting stress i1lnes&. 



Table 2. SOME OF THE PROBLEMS THAT CAN BE CAUSED BY BODY CHEMISTRY IMBALANCE 

Disorder 

NUTRITIONAL DEFICIENCY 

Thiamin (B I) 

NicotinicAcid (B]) 

Cobalamine (B 12) 

Ascorbate (C) 

Calcium 

Zinc 

Potnssium 

Sodillm 

Lithium 

Magnesium 

Phosphorous 

Protein 

x X X 

X X X 

X X X X X 

X X 

X X X X X 

X X X 

X X 

x 

X 

X 

X X X 

X x 

X X 

x x 

X X X X X 

X X 

X 

X 

X 
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Olher Symptoms 

Sleep disorder, anorexia, confusion, gastric distress , 
weight loss, visual disturbances. 

Visual disturbances, cmc!<ing ofcorneroflip~, 
skin disorders, catamcts. 

Appetite loss, aches, pains, disorientation, confusion, 
mania, delerium. 

Lcthnrgy, intestinal distress, premenstrual syndrome, 
carpal tunnel. 

Abdominal pain, nausea, diarrhea, shortness of breath, 
vision blurring, loss of superficial skin sensation. 

Deficiency affects many ,'therdisorders, pnrticularly 
B3 problems. Bleeding gums, easy bruising (black & 
blue mnrks), rundown feeling,loss of appetite, 
slowdown in activity, sponginess of gums, anorexia, 
poor muscle function, susceptibility to infection, 
intestinal disturbances, anemia that does not respond 
to iron. 

Palpitation, insomnia, muscle cmmps, arm & leg 
numbness, tooth decay, osteoporosis, rickets, 
brittle fingernails, bone pain, "charley horses." 

Delayed sexualmaturity,loss ortaste, poor appetite, 
prolonged wound heal ing, retarded growth, 
sterility, smell disturbance, ulcers, white spots on 
nails, stretch marks, enlarged prostate. 

Acne, continuous thirst, dry skin, constipation, 
insomnia, weak rellexes. 

Apprehension (sometimes bizarre, undefinable feeling 
of impending doom), cmmps, convulsions,lt!thargy, 
confusion. 

Unipolar and bipolar depressive illness. 

Confusion, disorientation, easily aroused anger, 
mpid pulse, tremors (Magnesium necessary for calcium 
absorption and utilization.) 

Appetite loss, irregular breathing, overweight, 
weightlosss. 

Pallor, Ilabby muscles, anorexia, lethargy. 



Table 2. SOME OF THE PROBLEMS THAT CAN BE CAUSED BY BODY CHEMISTRY IMBALANCE (cont.) 

Disorder 

EXCESSES 

Potassium 

Copper 

Lead 

Mercury 

OTHER 

Malabsorption 

Candida Albicans 

Hypoglycemia 

X 

X X 

X X X X X X X X 

X X X X X X X X X 

X X X X X X X X X X X X 

X X X X X X X X X X X X 

X X X X X X X X X X X X 
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OtherSymptol/ls 

Nausea, colic diarrhea. 

Behavioral changes, tremors, drooling, incoordination. 

Listlessness, pallor, abdominal discomfort, 
constipation, confusion, disorientation, 
hyperactivity. 

Loss of appetite & weight, severe emotional 
disturbances, tremors, blood changes, inflammation of 
gums, loss of sense of pain, convulsions, mUltiple 
sclerotic type symptoms, manic depressive illness. 

Diarrhea, weight loss, poor appetite, protuberant 
abdomen, pallor, loss of superficial skin sensation, 
anorexia. (This is impaired absorption from small 
intestine.) 

Systemic yeast infection which often follows 
extensive use of antibiotics andlor hormones. 
Negatively effects immune system and body develops 
sensitivities to increasing numbers uf foods and 
inhalants. 

Tremor, faintness, confusion, tingling, blackouts, 
exhaustion, drowsiness, narcolepsy, muscle pains, 
cold hands & feet, nUlPbness, cramps. insomnia, 
nightmares, night terrors, bed wetting, violent & 
rage behavior, crying spells, restlessness, inability to 
concentrate, excessive worry, forgetfulness, 
suicidal behavior and thoughts, tremors, cold sweats, 
inr.ertrembling. incoordination, convulsions. fast 
andlor noticeable heartbeat, blurred vision. 
allergies, itching & crawling sensations, neuro
dermatitis, arthritic pains, gastrointestinal upsets, 
loss of appetite, loss of sex drive, impotency, dry or 
burning mouth, ringing in ears, temper tantrums, noise 
or light sensitivity, shortness of breath peculiar 
breath or perspiration odor, nausea, hot flashes, 
alcoholism, obesity, drug addiction, smothering spells, 
gasping for breath, staggering, sighing, yawning, 
hyperactivity, learning problems, dyslexia, 
among others. 



Table 2. SOME OF THE PROBLEMS THAT CAN BE CAUSEO BY BODY CHEMISTRY IMBALANCE (coot.) 

Disorder 

AMINO ACID IMBALANCE 
Tryptophan 

Tyrosine (Phenylalanine) 

Glutamine 

x X X 

X x 

X X X X X X 

(Chouinard, 1979, Garrison, 1982, Gelenberg, 1980; Goldberg, 1980; 
Rosenbluh, 1980bi Shive, 1965; Snyder, 1980) 
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SPECIAL STRESS FACTORS IN 
HOSTAGE/BARRICADED SITUATIONS 

WHEN THE PERPETRATOR IS A POLICE OFFICER 

Harold E. Russell, Ph.D., SMHyg 
Ron Zuniga, MBA 

Since the introduction of the Hostage Negotiations Unit 
of the New York Police Department in 1972, many law 
enforcement agencies have instituted their own hostage 
unit or Crises Tactical Response Team. 

Training for these sophisticated units has been exten
sive and has provided information and background for 
the trained negotiator. The success of these specialized 
units has been extraordinary. Unfortunately. the number 
of hostage/barricaded incidents has been on the increase 
and with this increase there has occurred a number of 
incidents involving a police officer as perpetrator. 

Police officers who have had experience in dealing 
with hostage/barricaded incidents involving a police 
officer-perpetrator are emphatic in stating that there are 
marked differences in dealing with such situations versus 
the usual situation where John Q. Citizen is involved. 
As one veteran negotiator states: "It is a brand new balI 
game!" Unfortunately, there is little, if any, written infor
mation detailing these perceived differences. 

The authors have had personal experience with six 
cases (see appendix) occurring in Arizona police agencies 
over the past two years. We too are convinced "there is 
a difference". 

Hostage taking confrontations and situations involving 
barricaded subjects are among the most stressful incidents 
requiring law enforcement response. When an officer is 
involved, the stress is magnified to a significant degree. 

What are some of the expected stressors on officers 
involved in such a situation? 

STRESSORS 

The Hostage Negotiator 

First, let's look at the hostage negotiator. The hostage 
negotiator must accept responsibility for the conduct or 
the negotiations. At all times he must be alert. and obser
vant. He must literally "walk on eggs" with every state
ment that he makes to the hostage taker or barricaded 
subject knowing that the wrong word, even the wrong 
inflection, may turn the situation into one of violence. 
He must be in command of the situation at all times and 
simultaneously be concerned with the welfare of the hos
tages. 
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In some instances, the negotiator may have to deal 
with the hostages directly, particularly if the hostage 
taker is using one of the hostages to do his talking. While 
carrying on a conversation with the hostage or the hostage 
taker, the negotiator must receive and process information 
and intelligence from outside sources, then integrate this 
material with his negotiations approach. New information 
may necessitate a radical change in negotiating tactics. 
This may occur jU'lt as the negotiator is getting comfort
able in the situatioll. We know of few other situations 
which place so much stl'~SS on one person; and this stress 
may be prolonged, (the average hostage situation lasts 
about 12 hours). 

S. W .A.T. Members 

The stressors on members of S. W. A. T. can be as great 
even though of a somewhat different nature. Getting into 
and maintaining a position from which they can take out 
the hostage taker is, in itself, a stressful operation. They 
may spend hours looking through a rifle sight trying to 
get a sight picture or to maintain a sight picture, on the 
perpetrator. When the target is a fellow officer, emotions 
and tension can run even higher than usual. 

In one incident (Case #2) a S.W.A.T. member was 
given a green light to take out the subject. The subject 
had emerged from a car with a weapon. The S.W.A.T. 
member did not fire. As he later explained, the suspect 
had placed the rifle down and no longer constituted a 
threat. When this incident was recited to us by a 
Lieutenant who was present at the scene but did not have 
command responsibility, we were told that the S. W.A. T. 
officer refused to fire because it was a fellow cop. Later 
conversation with another lieutenant who had operational 
command, and who gave S.W.A.T. the green light, con. 
firmed that the reason the S. W.AT. member did not fire 
was because, as he was squeezing the trigger, he observed 
the Officer-perpetrator laying down his weapon so that 
the subject no longer constituted an immediate threat. 

The interesting aspect is that the Lieutenant and the 
othl!r ofticers who told us the story apparently found no 
difficulty in accepting the first reason: he didn't shoot 
because he couldn't kill a cop. This may indicate the 
possibility that during such instances, some S.W.A.T. 
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officer may be unable to carry out his assigned duties 
because the intended target is a cop. This might be espe
cially likely if the officer was personally known to the 
S.W.A.T. member. In some small rural areas, the perpet
rator and his whole family may be known to every officer 
present. 

Other Officers 

These situations constitute a lipecial stress for all 
officers invohed not just the negotiator and S.W.A.T. 
Officers on the periphery, on the outer perimeter, on 
traffic control, and other officers hearing the incident 
over the police radio, are markedly affected by this situ
ation. Some of the officers may know the officer 
involved; some may have worked with him, maybe as 
his partner; some may know him as a friend. 

Police Dependents 

Such situations are very stressful to the dependants of 
al\ law enforcement personnel, the so-cal\ed "police fam
ily". Media coverage may aggravate the problems. 
Immediate family members of the officers involved may 
be placed in an extremely severe and prolonged stress 
environment as a result of the incident. 

THE EFFECTS ON THE MECHANICS OF 
HOSTAGE NEGOTIATIONS 

In their book, Understallding Human Behavior for 
Effective Policework, Drs. Russell and Beigle note three 
common mistakes that negotiating officers involved in 
hostage negotiations must avoid: (1) To lose patience (2) 
To prematurely initiate tactical action and (3) To make 
valued judgments about the hostage taker. When the per
petrator of the hostage/barricaded incident is an officer, 
the extremely stressful nature inherent in the situation, 
makes it easier to make one or more of these three mis
take~. 

The Task Force Commander or the negotiator may feel 
the need to resolve the situation quickly. As one experi
enced negotiator remarked, "There is a tendency to get 
it over with as quickly as possible because it involves a 
cop". This same negotiator, looking back upon the inci
dent he helped negotiate, realized that he had comprised 
his own safety because of his desire to "get the thing 
over with". He also remarked: HI really couldn't believe 
that another cop would aCe me". 

The danger on the other side of the coin is that neces
sary action, i.e. making the decision to give S.W.A.T. 
the green light, may be delayed because of the compelling 

516 

desire to give the involved officer "one more chance 
before-". 

The remark of the negotiator who couldn't believe 
another cop would kill him illustrates the error in making 
valued judgments about the hostage taker based on the 
fact that he is a police officer. The negotiator may refuse 
to admit to himself that the officer-hostage taker presents 
a real danger. This is especially true if he has known the 
officer as a partner or a friend. 

If the perpetrator is trained in hostage negotiation 
techniques, the negotiator faces another major problem. 
How does the negotiator appeal to this hostage taker/bar
ricaded subject? This individual knows what the 
negotiator is trying to do. He knows what S.W.A.T. is 
doing, what the Task Force Commander is probable plan
ning. In one incident, (Case # I) the negotiator said: 

"The guy kept telling me, 'Don't give me 
that bullshit ... , that's the bullshit 1 used out 
on the street' He kept trying to play games 
with my mind". 

In hostage situations involving John Q. Citizen, we 
are taught time is in our favor. Is this true when the 
negotiations involve an officer-perpetrator? We are con
vinced that, in certain cases, this is false, that time actu
ally works against us. For example, take the case of the 
officer who was presumed barricaded and suicidal (Case 
#5). 

The situation started out with the officer making a 
phone call to his ex-wife, expressing his depression and 
telling her that he was really looking forward 10 spending 
Christmas Eve with her and the children. When his ex
wife informed him that this would not be possible since 
she would be with her new boyfriend on Christmas Eve, 
he made some remark to the effect that he might as well 
end it all and hung up. 

This remark made her think he might be contemplating 
suicide. She then asked a Deputy friend (from another 
agency) to go by and check on the officer's welfare. 
When the Deputy came by, the officer did not wish to 
admit the Deputy into his home. The officer told us later, 
"I didn't want to see him ... , [didn't want him to see me 
like this" (he had been crying). The Deputy, having been 
refUGed admission, and being concerned about the depre
ssed and agitated state of his officer friend, notified the 
officer's commander. The commander tried to establish 
contact with his subordinate but was not successful. 

Now the situation seemed to merit a maximum 
response. The commander called in the agency's negoti
ation team. The Team responded from another city 200 
miles away. This necessitated diverting an airborne 
department aircraft from its original destination to pick 
up the agency's chief hostage negotiator. A request was 
made for a police psychologist to respond to the airport 



to be transported by helicopter to the scene. You began 
to get the picture? Everybody is now in the act. 

Information about the incident is being carried over 
the police radios of several agencies. The barricaded 
officer, who had a radio at his home, is monitoring the 
radio. He is embarrassed. He sees his job (the only thing 
he has left) being threatened as more and more law 
enforcement personnel are getting involved. The incident 
is now a major event. It is our opinion that in this case, 
time was working against a successful resolution of the 
case. As more personnel became involved, the threat to 
the officer's job increased (at least in his eyes) and he 
became more and more embarrassed to admit the true 
facts. Circumstances had painted the officer into a comer 
and it wouldn't have taken much more to have him decide 
that suicide was the only honorable alternative left. In 
fact he admitted these feelings to the psychologist after 
the incident was resolved. 

PSYCHOLOGICAL EFFECTS 

On Officers Involved 

Officers involved in a hostage/barricaded situation in 
which an officer is the perpetrator, experience a number 
of emotions relative to their involvement. Some are angry 
that, by his actions, the officer is placing their lives and 
the lives of their fellow officers in jeopardy. 

"It pissed me off that this officer would make 
me chase him Code 3 (Case #3) against 
heavy traffic, endangering my life in addition 
to his own. You get angry at the officer very 
much like when cops go to family fights that 
involve other cops. They don't like to be 
involved and they feel some anger towards 
the officer for creating the situation they now 
have to handle". 

Such situations make the officers aware of their own 
vulnerability, very much as a police funeral makes every 
officer aware of the danger he faces daily. The officer 
who has gone "IO-S" is not, in the eyes of his fellow 
officers much different from themselves. They too have 
had their share of family problems, work problems, etc. 

"Well, it sort of upset me because I got family 
problems too. I have problems on the job. 
What if I would desert some day. If he broke 
under the pressure, maybe it will happen to 
me. I'm sure he didn't want to and I don't 
want to either, but it might happen". 

And then there is the question of future trust! 
"If he comes back on duty, I don't know that 
I could ever trust him again. Supposing he 
goes off the deep end when I need him". 

On the Negotiator(s) 

The psychological effects on the hostage negotiator 
can be tremendous, especially during the negotiations. 
In Case # 1, the primary negotiator said: 

"He was as familiar with what I was trying 
to do as I was. I found out later that he and 
I were in the same negotiation training class. 
He was trying to manipulate my mind and 
he knew what I was trying to do to his, and 
it was damn exhausting". 

On S.W.A.T. Members 

The psychological effects on S.W.A.T. members of 
an ordinary hostage/barricaded situation is considerable. 
Very often, in spite of the best preparation and plans, 
S.W.A.T. members are placed in extreme physically 
demanding and uncomfortable situations; too cold, too 
hot, no water, no cover, no room, dangerous conditions, 
etc. When the perpetrator is an officer there are additional 
strains. 

One S.W.A.T. member said: 
"When you are looking down the sights for 
a half hour or so, it's hard enough when the 
person in your sight is just John Q. Citizen, 
but if he's a police officer, there is lots of 
added stress there. It's an added stress that 
you don't need. Like you said about other 
officers getting angry. I get mad too, that 
there is a fellow officer making me go through 
this bullshit"! 

On The Onscene Commander 

In Case #2 a special psychological stress was 
observed. In this incident, the Lieutenant in charge 
S. W.A.T. gave the green light to take out the perpetrator. 
As noted above, the S.W.A.T. member did not fire 
because the subject laid down the weapon. In a private 
conversation with the Lieutenant several months later, 
he admitted to some gUilt problems connected with the 
fact that he had made the decision and had given the 
order to kill a man which later proved unnecessary. 

"Boy, how do you think I feel, knowing that 
J gave an order to kill a man and it wasn't 
necessary to do that. I've had a little guilt 
trip about that"! 

On Other Police Commanders 

We must also consider the psychological effects on 
other police commanders, including the Chief. They may 
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have to decide whether or not this individual can return 
to duty once he has received treatment. Like the subject's 
fellow officers, they may wonder if the officer can be 
trusted in the future. This becomes not only a personal 
problem for the chief or the administrator, but also one 
involving, the question of negligent retention. If some
thing happens in the future that involves this officer, the 
question may arise as to whether the officer should have 
been retained on the Force with such a past history of 
violence and emotional instability. Such decisions are 
not easily made. 

On Officer-Perpetrator 

We must also consider the psychological effects on 
the officer-perpetrator. An officer who creates a hostage! 
barricaded situation has gone farther in "crossing the 
line" than has John Q. Citizen under similar cir
cumstances. Rightly or wrongly, much more in the way 
of maturity and self control is expected from a police 
officer. If he has been worried about his job in the past, 
he certainly has more cause to be worried now. Many 
officers are convinced that having gone this far there is 
no way they can retain their job with their agency or get 
a job with another law enforcement agency. Thus their 
future looks very bleak. The job may be the only thing 
they have left and now they have blown that. It is at this 
time that the potential for suicide (always an impulsive 
act) is high. 

On Otlicer-Perpetrator's Family 

Finally, we must consider the psychological effects on 
the officer's-perpetrator's family. They will have to 
endure the frequently distorted media presentation of the 
event. They will have to face other officers and their 
families, friends, and neighbors. 

The police officer suffers from the same problem as 
any other person in unifornl, in that what one officer 
does affects all who wear that uniform. This is especially 
true in these high visibility situations where the press 
likes to usc such terms as "berserk cop", "runs amuck", 
etc. This kind of media treatment adds more stressors to 
a situation that is already stressful. In recent years, we 
have placed great emphasis on "the police family" and 
"taking care 01' our own". We have cultivated pride in 
the police family. Suddenly, people who arc members 
of this police family find the actions of the ofticer-perpet
rator has brought disgrace upon them. 

They may feel isolated and alone. Such stress may 
create further problems in an already problem marriage. 
It may create problems with the children flS they have to 
face the taunts of their classmates and friends. There may 
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be problems in dealing with the general public including 
threatening/obscene phone calls, letters and other harass
ments. 

LESSONS LEARNED 

Finally, we come to the lessons learned. Such incidents 
teach us there is a need to be sensitive to the special 
stressors in these situations and the various factors 
involved. 

There is a need to contain the incident as much as 
possible, especially with regard to getting others 
involved. This would seem to imply that the police radio 
should be used judiciously and sparingly when an officer 
is involved. We should try to rely on the telephone 
whenever possible. We should be alert to keeping the 
mobilization 01' other police personnel as contained as 
possible. There should be an immediate de-briefing after 
the situation is over, not only for those ofticers directly 
involved (such as negotiators and S. W .A.T. personnel), 
but also for those officers on the inner and outer perime
ter. A short briefing for the troops at each roll call might 
go far to minimize the adverse impact of the situation 
and prevent rumor and misinfornlation. 

We must realize that the ofticers involved may need 
some help similar to ofticers involved in post shooting 
trauma. Don't forget the commanders! They have been 
under considerable stress too, especially those at the 
scene. Recall Case #2 where the commander gave the 
green light to take out the subject, later finding it was 
an unnecessary order. Any commander who has to give 
the green light to S. W. A. T. may need to talk about it. 

The perpetrator's family is under special st.ress. As 
noted before, they may feel they are no longer part of 
the police family. They may be ashamed to face their 
friends and other officers' families, etc. 

If the officer is to get help and return to dLlty, his 
fellow oflicers may need guidance on how to 'relate to 
him, and what to expect of him. The question or whether 
he can be tru~ted may have to be approached openly for 
some officers, particularly those who will be working 
closely with this officer in the future. 

The most important question seems to be whether there 
is any way to prevent such occurrences. In all cases we 
arc familiar with, the officer has given clear signs of 
depression, (!motional instability, family problems, etc. 
This means that supervisors, particularly first line super
visors, must be alert to such clues so that the ol'licer may 
receive help at the earliest possible time. 

Although our sample (N = 6) is small, a profile begins 
to emerge of the troubled officer: 
• An older ofliccr (late twenties to mid-thirties) 
• Over nvc years on the departlTlent or in police work. 



• Family problems (including problems with 
girlfriend) 

• Often known to police who have had to respond to 
family fights at his residence. 

• On the verge of divorce. Recently (1-2 years or less) 
divorced or separated (may have similar situation 
with live-in girlfriend). 

• Generally known as a "good officer" but problems 
for the supervisor have begun to emerge hecause of 
the effect of his personal problems on his work. 

• Loves police work and is very threatened by the 
potential of losing his job. 

• His drinking has increased. Violent behavior (verbal 
and/or physical) is exhibited when drunk. 

• In family fights there is an increasing tendency 
toward physical violence. 

• Stressors in the life of this officer (on the job, at 
home, perhaps others) have a cumulative effect, and 
have come together to overwhelm him. 

• He can't see any way out and, with judgement and 
inhibitions loosened by alcohol, resorts to violent, 
self-destructive behavior. 

• Most could be diagnosed as an "Acute Stress Reac
tion"- a reaction occurring in a normally healthy 
person rendering him temporarily incapable of log
ical and effective functioning. Resembles definition 
of "Combat Exhaustion", a diagnosis frequently used 
in WW II and Korea, and "Post Traumatic Stress 
Reaction", the diagnosis associated with certain dis
turbed Viet-Nam veterans. Such a diagnosis does 
not excuse Or justify this behavior. It simply tries to 
explain it. 

This means that, like suicidal behavior, the behavior 
ofthe officer-perpetrator is proceeded by prodromal clues 
that can be recognized. In fact the important lesson seems 
to be the necessity of training first line supervisors in the 
reeognition of such clues (Le. depression, excessive 
drinking, family problems, negative attitude, signs of 
bum out, etc.). 

Preventive efforts should be like nre prevcntion. We 
don't run around all day worrying about fire prevention, 
but we have been trained to recognize certain danger 
signs which lead us to take preventive action (i.e. a pile 
of oily rags in a corner attracts our attention and we get 
rid of them). 

So too, all of us, must be aware of the prodromal clues 
to violent behavior that might result in a troubled officer 
initiating a hostage or barricaded situation. These clues 
have been mentioned-depression, family problems, 
negative attitude, increased drinking. There may be other 
physical complaints (i.e. stomach disorders, headaches, 
etc.) und emotional signs (Le. irritability, impatience, 
anxiety, etc.). 

Further study will probably reveal many more. Like 
the syndromal clues to suicide (loss of weight, loss of 
appetite, loss of sleep, etc), each symptom may in itself 
indicate nothing serious, but taken together they may 
suggest a troubled officer on the brink of self-destructive, 
violent behavior. When we suspect this is the case, pro
fessional help should be immediately available for the 
officer and for those who might have to deal or live with 
him. 

In summary, we have pointed out spe~ial stressors 
associated with hostage/barricaded situations when the 
perpetrator is an officer. All of us would be advised to 
acquaint our department with the admittedly little infor
mation we have to date. As we become involved in future 
incidents involving officer- perpetrator, we must note 
our observations so that they may be passed on and used 
judiciously in future incidents. More importantly, are the 
indications that many officer involved incidences could 
have been prevented if the need for help had been recog
nized earlier and professional help been made available 
to the officer in his time of need. 

APPENDIX 

Case Histories 

October, 1981: Sidewinder, AZ 
Officer Jones forced entry into a single-level residence 

and displayed a 9 milimeter automatic pistol. He fired 
several rounds into the ceiling and assaulted his father-and 
mother-in- law, and then held his sister-in-law hostage 
for 19 hours. She was released after a 19-hour stand-off 
at which time Officer Jones was arrested. 
AII8l1st 30, 1982: SUI/box, AZ 

Patrolman Willis killed Officer Smith, robbed a Circle 
K store, riddled a pursuing police car with bullets, stole 
a Corvette after invading a Scottsdale home to demand 
the keys, and barricaded himself in his car when stopped 
by officers some distance from the city. He had in his 
possession a semi-automatic rifle, and other weapons, 
plenty of ammunition and his police body armor. He was 
captured after a 9-hour standoff during which negotiators 
failed to persuade him to surrender. His capture resulted 
from his falling asleep because of his extreme fatigue. 
March, 1982: Far.l'lIm, AZ 

Patrolman Zadn made homicidal threats to his 
girlfriend and her parents and also threats of suicide. 
Officers were sent to check out the situation. He fled 
from the officers in his private vehicle, causing a pursuit 
through busy city streets during rush hour. He was finally 
stopped, and after a short period of sitting in his car, 
was persuaded to surrender his weapon. He than emerged 
from the car and was very agitated, loud, profane and 
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had to be hospitalized on a psychiatric ward as a suicidal! 
homicidal risk. 
October. 1982: Buksom. AZ 

Officer O'Riley whose divorce was about to become 
final, threatened suicide, and fled in his truck up a nearby 
mountain road. He was stopped en route by deputies. He 
barricaded himself in his truck with a rifle and a knife. 
The rifle was seized by an officer who managed to sneak 
up on the passenger side and reach in a grab the rifle 
while the officer's attention was distracted. It was decided 
to hospitalize the officer for his own safety. This required 
forcibly removing him from his truck and putting him 
into restraints. 
October, 1982: Dewdrop, AZ 

A patrolman barricaded himself in his residence after 
a telephone call to his divorced wife aroused her fears 
that he was going to commit suicide. She called a Deputy 
friend. When the Deputy came by to check his welfare, 
he refused to admit or talk to him. The Deputy's concern 
caused him to alert the officer's agency. The subject 
officer refused to talk to his supervisor to inform higher 
authorities who made the decision to send the S.W.A.T. 
and negotiation teams. The Police Psychologist from 
another agency was flown by helicopter to the scene. 
After several hours of negotiations, the subject decided 
to come out and talk. It appears that this whole incident 
was in truth blown out of proportion, although the officer 
admitted that he had felt suicidal, particularly during the 
first few hours of the event. The officer became increas
ingly upset when he realized all the people that were 

(The names, dates and places are fictitious in respect to 
the privacy of the officers and agencies involved) 
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involved, realizing that this incident was threatening the 
only thing he had left that he cared about-his job. 
December, 1983: Buckshot, Az 

An officer who had undergone a detoxification 
program for alcohol abuse in July, 1983, became involved 
in a family fight with his wife who he accused of playing 
around. Local police were called and an off-duty police 
officer from the local force arrived on the scene and 
decided that he could resolve the situation. Without tel
ling his fellow officers, he went to the back of the house 
under the impression that he could talk to the officer 
involved. Instead, the officer took this man hostage. 
During the ensuing 7 hours that the incident lasted, the 
hostage-taker several times threatened the local officer 
with a weapon, made him crawl on the floor and do other 
demeaning things. The situation was finally resolved 
when the perpetrator officer passed out from fatigue and 
drink. The on-scene Commander for the Hostage Negoti
ation Team states that the subject officf!r had also been 
trained in basic negotiation techniques plus several hours 
of S.W.A.T. training. 
(The names, dates and places are fictitious in respect to 
the privacy of the officers and agencies involved) 
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POLICE STRESS AND STRAIN AS INFLUENCED BY POLICE SELF-ESTEEM, 
TIME ON JOB, CRIME FREQUENCY AND INTERPERSONAL RELATIONSHIPS!. 

Ezra Stotland, Plt.D. 

The stress and strain of police work was "discovered" 
about a decade ago. Since then it has received much 
popular and professional attention, as exemplified by Hill 
Street Blues, the novels of Joseph Wambaugh. confer
ences or experts, such as one conducted by Kroes and 
Hl/rrell (1975), scholarly work and the development of 
the role of the police psychologist. In addition. research, 
both formal and informal, has attempted to gain a better 
understanding of police stress. Nevertheless, little of the 
effort in dealing with this problem has addressed the 
problems of the causes and control of stress - most of 
the effort has gone into reducing the bad effects of stress, 
the strain resulting from the stress. Obviously, such 
efforts are humane and necessary. However, there is a 
need to develop a richer, fuller understanding of police 
stress, its causes, and consequences (cf. Terry. 1981). 

This paper reports some of the results of a comprehen
sive study of stress among nil officers or all ranks and 
specialties in the Portland, Oregon Police Bureau. In this 
study stress is defined as the state of the individual when 
in a situation whose demands helshe perceives helshe 
cannot meet. (This conception differs from that of Selye 
(1956) which uses the quantity of stimulation as the basic 
ingredient of his def1nition of stressor). In the current 
framework, the negative outcomes of stress are termed 
strain, e.g., illness, accidents, inappropriate violence, 
etc. The predictor variables in the current study can play 
either or both or two possible roles with respect to stress. 
They can reduce the degree or stre~s; or they can lessen 
the strain resulting rrom any given degree of stress. In 
the part of the current study reported here, these predictor 
variables arc self-esteem, length of time on job, amount 
of crime faced by nn officer, and the interpersonal rela
tions of the officers. The ways in which each of the 
predictor variables is presumed to influence stress and 
strain will be described in more detail below. In general, 
however, the current approach is multi- disciplinury, 
dealing with personality variables and situational CInes. 
The assumptions of this study were that no one approach 
can deal with all of tbe problem. (Other factors were also 
studied, but they cannot yet be formally reported here.) 
To measure the negative outcomes of stress, tbe strain 
caused by stress, n wide range of outcome variables WHS 

employed, as will be described below. 
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METHOD 

This study was conducted in a large West cost city of 
over 400,000, predominantly white, with only 5-7% of 
the population being racial minorities. During the period 
of the study, the city was sufrering from a nation-wide 
recession. The research plan was presented, critiqued, 
and revised by police administrators and by the police 
union. 

The police as well as the community at large, were 
notif1ed of the study in early January 1981 by a variety 
or public and inhouse communications. The team or two 
researches solicited participation at each of the three 
buildings occupied by the police, leaving notices in boxes 
and appearing in person at roll call, in off1ces, etc., 
placing signs, etc .. The subjects participated for up to 
two hours on their own time, and were paid by the study 
ror two hours at time and a half. The subjects nJled out 
con1;ent forms and the questionnaire, and gave blood 
pressure readings in designated rooms in the precinct 
houses. These rooms were as private as possible, to avoid 
distractions and to to minimize the perception or ofi1cial 
pressure to participate. The ofi1cers were assured that 
their questionnaire and other data were completely 
anonymous, and would be analysed statistically, not indi
vidually; that their superiors would not be informed as 
to whether they participated; and that the data were pro
tected legally from subpena. the researchers stayed at 
each site 2-3 weeks on the first cycle, working with all 
3 shifts: they returned to each site for a second period 
of about five days to attempt to recruit more subjects. 
Finally, all subjects were mailed questionnaires to fill 
our at home so that those who had not yet participated 
would have a chance to do so. 

These monumental efrorts netted a sample of 376 
off'icers or 62% or the total department. However, H 

computer consultant was able to compare the scores of 
the participant officers with those of the nonparticipant 
officers on available data, acquired by the Police Depart
ment independently of' the study. These data included 
entrance psychological tests, current departmental phys
ical fitness stress, age, sex, etc. This comparison was 
done in a confidential manner to protect the anonymity 
of the subjects. The participant and nonparticipant groups 



of symptoms of anxiety, such as sweating, and the "jit
ters". 

7. Cage Questionnaire. this is an alcoholism screening 
instrument used to measure covert problem drinking, and 
consists of four items of non incriminating nature asking 
about problems in drinking. (cf. Mayfield. McLeod. and 
Hall, 1974). 

8. Drinking Violence. three separate self-report items 
were included to determine the frequency of accidents, 
damaged property and violence incurred by the respon
dent while drinking. The score was the sum of the three 
items. 

9. Blood Pressure Measurements. After the subjects 
had relaxed quietly in chairs for about five minutes at 
the beginning of each testing session the researchers took 
two blood pressure readings, live minutes apart, using a 
Labtronix sphygmomanometer. The two readings were 
averaged, giving Diastolic Blood Pressure and Systolic 
Blood Pressure scores. Initially and periodically during 
the research, the instruments were calibrated by a trained 
registered nurse using a standard blood pressure cuff and 
meter. 

10. Disability Episodes, Days Lost to Disability, Offi
cial Sick Days ... were all derived from Police Bureau 
records and averaged over the previous three years pre
vious to the beginning of the study. (For these variables 
as well as those below corrections in the averaging 'Nere 
made for officers who were recruited during those year~.) 

II. Self-reported Sick Days ... was based on a special 
questionnaire item about the subjects illnesses during the 
previous three years, the yearly averages being the data 
used. This variable correlated only with the official sick 
days. 

12. Auto Accidents. The number of on-the-job auto 
accidents judged to be unavoidable by the Bureau were 
averaged over the previous three years. 

13. Citizen Complaints. The number of complaints 
against officers were averaged for the previous three 
years. 

RESULTS 

[n the space of this paper it is not possible to present 
the results in any detail. Instead, summaries of the 
hypotheses and results will be presented, one hypothesis 
variable at a time. 

Self-Esteem. The first hypothesis was that self-esteem 
would be correlated negatively with measures of stress 
and strain, i.e., that officers with high self-esteem would 
experience less stress and thus less strain than those with 
lower self-esteem. The rationale for this hypothesis is as 
follows: stress can be conceived as a matter of an indi
vidual's perception of his/her inability to meet the 
demands of a situtltion. A person with high self-esteem 
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is likely to have a high sense of competence, and therefore 
would be expected to believe that he/she can readily meet 
the demands of a situation; i.e., experience less stress 
and therefore less strain. 

The measure of self-esteem was the Rosenberg Self
esteem scale. It consists of self-ratings of oneself on ten 
scales. the ratings concerning such matters as self-worth, 
number of good qualities, degree of failure, relative com
petence, pride;, positive attitude to self, self-respect and 
self-satisfaction, etc. Self-esteem was the sum of the 
ratings. 

As predicted, self-esteem is negatively related to se[f
report of stress and to job difficulty - which is a key 
measure of stress. Furthermore, the results also lend great 
support to the hypothesis that self-esteem is negatively 
correlated with strain. Self-esteem is negatively related 
to the mental illness part of the Cornell Medical Index, 
the physical health part of that Index, State Anxiety, 
Trait Anxiety, Anxiety on the Job, Violence to Spouse 
and C.hildren, Drinking problems. However, self-esteem 
is not related to any of the sick leave and disability 
variables, blood pressure, auto accidents, or citizen com
plaints. [n short self-esteem is related to many physical 
and mental health strain variables, but not to strain var
iables which are more grossly behavioral, such as leaves, 
auto accidents, citizens' complaints. The lack of results 
un bloud pres~ure is peculiar. 

Time all Job. The next hypothesis concerns the effects 
of an officer remaining in the same assignment, same 
rank, or even remaining in police work. People who 
remain in the same position or rank were expected to 
increase their competence in dealing with the demands 
of the job, or at least increase their perception of their 
ability to perform. Furthermore, the readjustments 
required by the changes in the job, and therefore the 
potential stress, would be minimized. Thus longevity 
would be expected to reduce stress and strain. 

Because these hypotheses concerned the effects of 
time, the effects of age and of health on entering the 
department were partialled out (i.e., partial correlations 
were used). The major hypothesis was that months in 
assignment and months in rank would correlate negatively 
with stress and strain. [t received only minor support 
among patrol of'ficers, detectives and staff. However, the 
hypothesis was supported among supervisors. Time in 
rank and/or lime in assignment correlated negatively with 
self- ratings of stress, and with a number of measures of 
strain: Cornell Medical Index-Mental and Physical parts; 
Anxiety on Job, Trait Anxiety, State Anxiety, and 
Drinking Problems. However, measures of absences and 
sick leave, blood pressure did not correlate. 

Because of the surprising lack of results among patrol 
omcers, further analysis was done on this group. II was 
thought that, among officers of greater tenure on the job, 



those with greater stress would show more strain than 
those with less stress. Among officers of shorter tenure 
on the job, stress would not be strongly associated with 
strain. The mtionale for these speculations is first, that 
the effects of stress may take some time to manifest 
themselves af> strain. Second, in general, officers may 
expect to increase in their competence over time, so that 
those who experience stress when first coming on a job 
may expect to overcome this stress with time. However, 
if time passes on the job and they perceive they still have 
more difficulty on the job than others perceive they still 
have more difficulty on the job than others perceive them
selves to have; and if they perceive that the others are 
more competent, then they are in a double crunch: high 
stress and not much hope of reducing it. 

These lines of reasoning led to a dichotomizing the 
sample of patrol ofticer into long term and short tenn 
groups. The results show very few correlations between 
job-difficulty and strain among officers with less time 
on job. However, among officers longer on the job, job
difficulty is associated with CMI-Physical and Mental 
parts, Systolic Blood Pressure, all measures of anxiety, 
Violence to Spouse and Children, and Citizen Com
plaints. 

In short, stress-as measured by perceived difficulty 
of job-leads to strain predominantly among those patrol 
officers who have remained in the same rank or assign
ment for a relatively long period ot'time. Officers who 
perceive that they can do the job after being on it for a , 
relatively long time suffer no particular ill effects from 
their jobs. Among supervisors, on the other hand, stress 
and strain decline with time on job - as originally pre
dicted. Why this group reacts differently is unclear. They 
may expect continued success since they have been suf
ficiently successful to gain promotions. 

Crime Frequellcy. Thus far in our discussion, we have 
focused on stress as an outcome of the officers perception 
of low ability to meet the demands of a situation. Another 
approach would be to examine the effects of the actual 
demands as the source of stress and the cause of strain, 
In police patrol work, the demands of the job could be 
indexed by the number of dispatches, or by the amount 
of crime. 

Crime Per Officer is the first objectively defined mea-
sure of stress. The total number of Part 1,2,3 crimes for 
the three years prior to the time of the study were obtained 
for each of the three precincts separately for each of the 
three watches. For each of the nine precinct/watches, the 
,Iverage Total Crime frequency was calculated. Since 
there is minimal transfer among precincts and among 
shifts, it was assumed that the three year average was 
substantially valid for each offker. In any case it was a 
practical impossibility to obtain the exact assignment of 

524 

each officer for each of the previous three years. Furth
ermore, it was assumed that the crime frequency for a 
whole precinct area would reflect essentially the crime 
frequency encountered by officers, since they frequently 
responded to calls outside their patrol districts, either as 
the respondents to calls or as backups. Since precincts 
and watches differed in the number of officers assigned 
to them, the total crime frequency for each precinct/watch 
was divided by the number of officers assigned to that 
precinct/watch. This division produced a variable called 
Crime Per Officer. Each officer in a given precinct/watch 
was assigned the value of this variable for that group. 

Dispatches Per Officer was the second objective mea
sure of stress. Computations parallel to those for Crime 
Per Officer were made of the number of dispatches for 
each precinct/watch group. Each officer received a score 
of the average number of dispatches for his/her precinct/ 
watch group. It is recognized that officers' work load 
also includes self-initiated actions resulting from their 
own observations and from citizen reports. Unfortu
nately, no measure of these self-initiated activities was 
practically available. 

The data showed that Dispatches Per Officer and 
Crimes Per Officer were so highly correlated as to be 
interchangeable. Accordingly, the results will be reported 
in terms of Crimes Per Officer. It was correlated with 
Official Sick Days Lost, Number of Disability Episodes, 
and Auto Accidents. The last correlation in part reflects 
high levels of officer activity. Thus, high work loads do 
appear to generate strain as objectively measured, but 
not as indexed by self reports. 

Inter-personal Relatiollships. Thus far we have 
reported the effects of Self-esteem, Time-on-Job, and 
Crime per Officer. We turn now to the last predictor 
variable, Interpersonal Relationships. The quality of the 
relationships which officers have with other people can 
influence stress and strain in a least two ways. First, poor 
or negative relationships can in themselves directly cause 
stress, and consequently cause strain. This direct effect 
would be especially strong among patrol officers because 
of the interdependence among them and the power of 
their supervisors. Second, when an officer experiences 
stress from some source other than interpersonal situa
tions with a given person or group, the officer can receive 
psychological support from others with whom he has 
good relationships. Accordingly, it was hypothesized that 
positive relationships with patrol officers peers, partners 
(if any), supervisors, and the public would be associated 
with low stress and strain. The quality of these interper
sonal relationships was measured by specially developed 
items derived from Likert's (1967) concept utilization of 
interpersonal relationships in organizations. The dimen
sions which the items were designed to measure are: 



affect, cooperation, information sharing, agreement, 
competition, confidence in others, others confidence in 
subject, and contact. Different, but parallel sets of items 
were developed for relationships with peers, partners, 
supervisors, and the public. The scores on these items 
were factor analyzed, the analysis generating four or five 
substantial factors for each relationship. Those factors 
were loosely consistent with the Likert model, but did 
not show much independence among the dimensions 
derived from his model. 

The hypotheses were tested by correlating factor scores 
with the vmious measures of stress and strain. The 
hypotheses were generally supported. The complexity of 
the results precludes detailed reporting here of the results 
for all of the factors for each of the relationships. There
fore they will be presented in summary form. 

For peer relationships, four factors emerged and were 
named as follows: positive affect, disagreement, infonna
tion sharing, and connict. Stress, as measured by job 
difticulty was related to all the factors except information 
sharing. Stress-rating was correlated with none of the 
sets of factor scores. All four sets of factor scores were 
found to be correlated with a variety of measures of 
strain: Cornell Medical Index, physical and mental parts, 
the three measures of Anxiety, Drinking Problems, and 
Violence with Spouse and Children. 

With respect to partners, no differences were found 
on any of the stress or strain measures between ofticers 
with and without partners, much to our surprise. The 
factor analysis of partner relationships produced four fac
tors, "positive affecl", "time together-for-disagree
ments", "cognitive and practical support" and "rejec
tion". The hypothesis of a correlation between factor 
scores and stress received only minimal support. Only 
the last factor, "rejection", was correlated with stress
rating and with such strain measures as the anxiety mea
sures. Thus, the tests for the hypotheses about partner
ships showed only slight support, possibly because the 
worst of the partnerships simply do not last. 

Relatiollships With Sergeallts. The factor analysis with 
relationships with sergeants produced five factors: "Af-
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fective Supportiveness", "Friendly Contact", "Lack of 
Confidence", (of sergeant in the ofticer), "Openness", 
and "Authoritarianism". With respect to measures of 
stress, Openness and Affective Supportiveness were both 
related to both measures of stress, while lack of confi
dence and authoritarianism were related just to stress 
ratings. All of the factors related to measures of strain, 
particularly both parts of the Cornell Medical Index, the 
measures of Anxiety, and to some extent, with Drinking 
Problems and Blood Pressure. 

Relatiollships with Citizens. The factor analysis of the 
items dealing with ofticers relationships with citizens 
produced the following four factors: Friendliness, Open 
Affect, Friendly (with no traffic stops), and Conflict. 
Stress was found to be related to the two friendly factors. 
All of the factors are related to strain measures, but 
Conflict is the pervasively related factor, being related 
to the CMI-Mental, all three Anxiety measures, Violence 
with Spouse and Children, Auto Accidents and Citizen 
Complaints. 

To summarize this report, stress and strain appear to 
be related to a variety of variables, individual, interper
sonal, experiential, and situational. Further analysis is 
being done on a number of the predictor variables men
tioned above - and on a number of other predictor vari
ables. 
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WORKERS' COMPENSATION, DISABILITY RETIREMENT AND THE POLICE 

John C. Strattoll, Ph.D. 

INTRODUCTION 

As the astronomical cost of workers' compensation 
and disability retirement continues to spiral, 
municipalities are taking a hard look at ways to provide 
fair treatment and save money at the same time. Police 
associations, labor lawyers and officers also continue to 
look at ways to reduce the physical and emotional toll 
to workers while protecting their legal rights. 

About 11 % of occupational disease claims during 
1980-82 were for stress and in police work it is even 
higher. Employees have filed claims based on stress 
caused by work pressures, transfer, harassment, firings 
and layoffs. In an Oregon case, an employer was held 
liable for workers' compensation when an employee was 
fired for poor performance. In the eyes of his represen
tative, "The firing put him over the brink psychologically, 
and now he cannot find a job" (Zigil, 1984). This article 
will examine the various issues facing labor and manage
ment, presenting some of their concerns and areas of 
possible agreements. 

Workers' Compensation Law 

Workers' Compensation Law was established to ensure 
that any employee who has an industrial injury as well 
as those who depend upon him will have a means of 
support while hefshe is unable to work. 

Officer Dick P. responded code 2 to a prowlel' 
with a gun call. He arrived at the location, 
followed appropriate surveillance methods 
and exited the car. As he moved from behind 
the door, he was shot several ti meg. 

This case is clear: The officer injured at work should 
be entitled to complete medical treatment, rehabilitative 
services and full salary until he is able to return to work 
or has to retire. 

Physical injuries are fairly easy to measure but at the 
issues surrounding work related injury and illness become 
more complex, the injury, trauma and pain become more 
difficult to ascertain and measure. Bad backs for example, 
are notorious. A person's back can hurt immensely, and 
yet, if there are no objective findings, the individual can 
be seen as a malingerer or someone trying to take advan
tage of the system. If his Career hasn't been going well 

527 

anyway, he may very well be attracted to seeking a dis
ability retirement as a result of his injuries and also what 
he jJCrceives to be unfair treatment by his supervisors. 

Prior to the passage of the Workers' Compensation 
Law, an employee who got hurt had little, if any recourse 
against the employer. While this law protects the 
employee, there have been abuses in this system, e.g., 
the police officer who hurts his back while moving fur
niture at home and then reports it as work related as a 
result of driving in a car for many years. Or the individual 
who aggravates an initial work related injury at home 
and reports it as a work injury, or the officer who claims 
injury when there is none. 

In recent years, stress has replaced the bad back as 
workers' compensations piranha, voraciously chewing 
up large chunks of benefit funds. As a result of the 
increasing discussion and awareness of police officer 
stress in the late 1970's and '80's, a steady rise in the 
number of workers' compensation and retirement disa
bility cases related to stress has occurred in California, 
Decision-makers, cognizant of the dangers that a law 
enforcement career can create have awarded workers' 
compensation benefits to officers for stress-related 
illnesses ranging for heart disease to emotional or nervous 
disorders and alcoholism. 

The Dispute 

In addition to ensuring that an employee who has an 
industrial injury will have a means of support, the law 
also intended to provide a forum to decide disputed cases 
as quickly as possible-and this is what sometimes drives 
a wedge between offices, police administrations, and the 
governments for which they work. 

The first issue is determining whether a person is really 
sick or injured. If so, then the second issue is determining 
the extent of disability, its cause or aggravation. In the 
macho world of law enforcement, people who are emo
tionally ill tend to be viewed as "candy asses", complain
ers, maJinerers, phonies, etc. [n the movie "Patton", a 
scene depicts a soldier brought into an infirmary for shell 
shock. Then General Patton enters and proceeds to yell 
and berate this crying man who has complained he "can't 
take it anymore", Is this man a coward? One not fit to 
wear a United States military uniform? A worthless 



human being who is a disgrace to his family and country? 
Or has he simply, for whatever reasons, reached his 
breaking point? 

The issues in many workers' compen~ation cases are 
~'imilar. The contention that an officer "can't take it any
more" is frequently heard and is at the core of many 
stress-related cases. The claimants contend they are sick, 
even though there may be no physical signs of their 
illness, and, managers often respond that they are lazy, 
not hurt, and merely trying to "rip-off' the system, get 
as much money as possible, and skip town. 

Unfortunately, with the continuing escalation of such 
claims an adversary proceeding develops, with the 
employees hiring lawyers and doctors who assert their 
clients are sick, while the municipalities hire attorneys 
and doctors who say they are well, at least not incapaci
tated or that their injury didn't occur at work. This dis
agreement is finally decided by the Workers' Compensa
tion Appeals Board after a lengthy process. Too often at 
the end of the process no one is happy and the relationship 
between the employee and employer has been strained 
at best. 

Cali Forni a Workers' Compensation Law states that 
injury may occur as the result of repeated insults to the 
body or psyche over a period of time. These insults are 
known as micro trauma: Minor incidents or events which 
over time culminate in injury. Law enforcement officers 
can make legitimate medical claims from numerous 
stress-related micro trauma. California law also provides 
for benefits if the job aggravates a pre-existing condition 
by injury or accumulated "stress and strain". It's easy to 
see how the work a police officer does could aggrayate 
a stress condition, even if it didn't cause the condition. 
One applicant attorney stated that "we don't have to prove 
what caused it. And, it's not too terribly difficult to at 
least show aggravation. We can't necessarily prove the 
job has caused the condition, but almost always there's 
aggravation regardless of the cause". 

Think of someone who periodically has minor mood 
swings such as depression or elation. Exposure to several 
tragic incidents could cause a predisposed depression to 
become a major depression. Conversely, too many "hot" 
calls to exciting events could cause an already beset 
officer to go beyond excitability to a state of frenzy. 

The Stakes 

Although, SOme don't recognize it there is a tre
mendous emotional turmoil which takes its toll on officers 
wending through the compensation procedure. There is 
also a great deal of money involved. In addition to 
numerous doctors' report!; and various treatments, 
officers awarded disability retirements can expect to 

receive between $1,000,000 and $2,000,000 over their 
lifetime. The expenses to governmental agencies for 
abuses of police and firefighters disability pension sys
tems is costing at least $20 million a year nationwide, 
according to the Better Government Association with 
some estimates being much higher. According to some 
critics these pension systems are so poorly planned and 
so badly administrated that abuses are not only allowed, 
but encouraged. 

Larry C. had worked eight years for a 
medium-sized city and had several minor 
injuries, conflicts with his superiors and a 
poor attitude. He applied for an "inj~ry-on
duty" stress- related injury because of emo
tional problems. After a lengthy appeals pro
cess, the officer was awarded a $100,000 
lump sum payment, plus the standard disa
bility retirement-IJ2 salary tax free, lifetime 
medical coverage and other benefits. And 
within a week he bought a Mercedes Benz 
with a license plate that read "STOLEN 1". 
Also, whenever he parked in the city, he 
waited until there was an open space around 
police headquarters. 

Police managers get upset with such apparent "rip
offs". However, there are officers who are deserving of 
stress-related compensation. How do you tell if the emo
tional problem is real? Job related? And, serious enough 
for compensation? 

Stress Claims 

Stress is dependent upon individual perception. 
Because of our unique backgrounds and individual coping 
mechanisms, what is a stressor for one may not be for 
another. Difficult or emotion-laden cases, traumatic inci
dents, court, shift work, negative supervisors are but a 
few of the myriad of stressors burdening some individu
als. It is this individualized response to their perceived 
stressors that creates many of the difficulties. 

When this individualized overload is reached by a 
traumatic event (shooting, tramc accident, brutal murder, 
etc.) or a combination of such events, people are generally 
quick to provide support, understanding, encouragement 
and assistance with workers' compensation or pension. 
And for many, the expectation by others of undue stress 
is not experienced that way, rather "it was part of the 
job and I did what I had to do". 
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However, when an individual's stress results from a 
perception that his supervisors are: out to get him, keeping 
him under close serutiny, setting him up and planning 
to fire him, sympathy wanes. Yet for some with high 
affiliation and approval needs, this can be the hardest 
and most devastating type of stress. A shooting or any 



type of traumatic incident for some doesn't compare. 
Observers tend to minimize these complaints, see the 
complainers as weaklings and unable to understand what 
the work is all about. "Do what you're told, if you don't 
like it, lump it, and if you're unable to lump it, leave"! 
There is no other route, until workers' compensation and 
stress aggravated by work, including supervisors 
behavior, enters the picture. 

Joan D. a cake decorator in a downtown 
bakery while putting the finishing touches on 
a cake made a mistake. The baker upon seeing 
this became irate, called her every name 
imaginable, while berating her, challenging 
her competency and giving her, her walking 
papers. Joan perceived this as unfair and as 
sexual harassment causing stomach upset, 
sleep problems and anxiety. The psychiatrist 
reported that since she perceived the baker's 
approach as unfair and sexual harassment, it 
was what stressed her and she was entitled 
to compensation. 

The employee believes he/she was injured at work, 
needs to be treated, wants help immediately, plus has 
doubts about the employer's fairness or sincerity. To 
remedy the problem, he wants to see a doctor he believes 
will be concerned about his welfare which he believes 
is best accompl'ished by going through a lawyer who is 
concerned about his welfare and legal rights. 

At this time it would not be uncommon for the attorney 
to tell the employee that: 

The employer is self or privately insured for 
workers' compensation. The municipality's 
Workers' Compensation Unit will evaluate 
and resist claims as would any private insur
ance carrier. Therefore, an injured member 
cannot necessarily expect the employers 
insurance carrier to act on his/her behalf. 
And, carrier employees will take statements 
from injured members for possible use in the 
defense against a potential workers' compen
sation claim. 

The employer on the other hand needs to be sure the 
injury occurred at work and has to have the employee 
evaluated first. Some employers seem to feel that any 
employee who hires a lawyer is trying to get money or 
disability for imaginary or minor illneses because claims 
are hard to disprove. 

As a result: The employee goes to his/her doctor for 
evaluation and treatment. The doctor receives payment 
only if the Workers' compensation Appeals Board rules 
favorably toward the employee. The employer sends the 
employee for an evaluation report, treatment is delayed 
and provided only if the doctor believes it to be work 
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related. Unfortunately, these complicated cases become 
more complex with two qualified doctors giving opposite 
opinions relative to the employees' condition and its 
cause. And in too many of these cases the employees 
are almost forgotten amidst the tangle of medical and 
legal terminology, the disagreements and the squabble 
for money. 

And when it's over, one or both adversaries feels lied 
to, cheated or taken advantage of. The employer believes 
the employee is taking advantage of the sy,stem because 
stress claims are hard to disprove. The employee feels 
abandoned by an uncaring, machine-like employer. 

The Decision 

To understand decisions made by the Workers' Com
pensation Appeals Board, knowledge of its rules is essen
tial. In California, workers' compensation hearing 
officers decisions are guided by 3202 of the Labor Code 
which states "the provision Division 4 and Division 5 of 
this court shall be liberally construed by the courts with 
the purpose of extending their benefits for the protection 
of persons injured in the course of their employment". 
These permissive guidelines result in an extremely high 
percentage, if not all cases being granted to the employee. 

Disability Pension 

In years past, pension work for applicant attorneys 
was relatively simple. An officer got hurt. and the depart
ment wanted to help him get out. It waS a relatively easy 
process. Then stress and mounting pension bills entered 
the picture and the procedures have become more com
plicated as we've seen. Workers' compensation is intri
cately involved with disability pensions because a disa
bility must have occurred as a result of work and must 
incapacitate an officer from performing the substantial 
duties of his job. the interpretation of this law as with 
Workers' Compensation Law are the stakes: Money, jobs 
and effects to people's health, morale and attitude. 
Whether you're an employee, employer, attorney or 
doctor will affect how you believe the law should be 
interpreted and your reaction to the outcome, This issue 
is [aden with attitudes and values which extend for beyond 
the law and its meaning. For those unhappy with it, 
legislation appears the only means for change, with the 
process being a long, slow and arduous one. 

Consider the following cases and examine what you 
think should be done and what needs to be done to 
improve the system. 

Chris W. is a 50 year-old veteran. 
Divorced twice and looking forward to retire
ment, he is now looking for an easier assign-



ment during his last two years with the depart
ment. Chris is involved in a serious, yet 
shaky, relationship with a woman. He has 
been on patrol in a particular metropolitan 
area for ten years and has requested a transfer 
which was denied. He has been having con
t1ict with a particular ethnic group at work 
and now members of this group have started 
moving into his neighborhood. For a second 
time, he requests a transfer and again it is 
denied. This increases the pressure on his 
relationship and he begins having sexual-per
formance problems, which add more stress. 
One day, in the middle of his shift, he drives 
into the station parking lot, walks into the 
watch commander's office and begins to tear 
up all the papers on the lieutenant's desk 
while yelling long and loud at the bewildered 
man. Should Chris be disciplined for his 
actions? should he be required to see a doctor? 
Is he for workers' compensation, and if the 
symptoms persist, a disability retirement? 
Would your decision be any different if you 
were a street cop? A lieutenant? The chief? 
A lawyer or doctor? Did work cause or aggra
vate Chris's condition? Should he becompen
sated? 

Matt S. 38, is a cop's cop. He has worked 
all the difficult and prestigious assignments, 
has often been selected for special assign
ments as a SWAT Team member, an 
instructor at the academy, and so on. He has 
been highly respected throughout his career. 
During this career he had incurred several 
injuries, on which resulted in a 10% disability 
in his arm. After each injury he returned to 
work as soon as possible. Matt S's wife died 
a year ago of cancer. His daughter has just 
been arrested for a drug problem. He is also 
teaching some special classes at the academy 
dealing with the. importance of being quick 
and alert in the field. One day he starts crying 
like a baby. He doesn't feel that he can handle 
the job any longer. He just can't take it. He 
can't go to the captain because he doesn't 
think the captain will understand his sudden 
inability to handle the job. As a result of all 
of his problems, combined with his disability, 
he becomes afraid that he won't respond 
quickly and effectively enough to situations 
in the field. He just doesn't know what to 
do. He feels inadequate, alone, and wants to 
quit. He needs out of the job. Is he a victim 
of stress? And if so, is he entitled to comp.!n-
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sation for his injury and inability to work? 
Should he be granted disability retirement? 

Emily W. 32, has worked as variety of 
assignments in her \0 years as a cop. She is 
considered by all a "dammed good police 
woman." She and her husband have tried to 
have children, but she has had two miscar
riages. As a result of dangers to her health, 
she is forced to have a hysterectomy. After 
recuperating, Emily is surprised to learn that 
she is being moved from ajob she likes, with 
a regular day schedule and weekends off, to 
a job she doesn't like on the early morning 
shift. This creates difficulties with her hus
band, which, she believes, is the cause of 
their eventual separation, Emily finds it 
impossible to get out of becL She becomes 
subject to fits of uncontrollable tears and 
depression and stays away from work. Is she 
entitled to work related stress pay? Did the 
shift change increase a predisposition to 
depression? Are her real issues with her per
sonal life? Did her work cause or aggravate 
her condition? And how much must work 
contribute to the condition? Should it be that 
compensation is awarded even if work is only 
a minor contributor? 

In cases like these benefits have been awarded. Some 
interpretors of the law believe that compensation should 
be granted whenever work is a factor, no matter how 
minor its influence. And it has been rare for an applicant 
to lose such a case although changes are beginning to 
appear. The issues are not clearcut, but solutions need 
to be determined that are fair to all-employees, mana
gers and the public. 

Because of the Presumptive Clause for heart attacks 
and other illnesses, increasing stress claims and the finan
cial incentives for a disability pension, approximately 
50% of law enforcement officers in California retire on 
disability. 

Due to the large numbers of officers retiring 9n disa
bility, various approaches are being taken to combat the 
ever increasing disability costs. Most municipalities 
allow a disabled officer to take another in the city, such 
as tree cuter, pipe fitter or accountant while retaining his 
police officer salary and peace officer retirement plan. 
However, rarely docs one take this option because private 
employment, supplemented by his pension benefits, 
appears more lucrative. 

Officers have generally held that the job offered wasn't 
what they were hired for-patrol officer, until two recent 
court decisions ruled light duty assignments were accept
able as police work as other police officers were per-



forming similar functions. In Stussel vs. Glendale, the 
California Appellate Court ruled the officer could work 
a job inside, with no uniform or weapon, one is not a 
police officer, as by statute a weapon is required of all 
police officers. 

In Winslow vs. Pasadena, the California Supreme 
Court ruled that a pensioned employee could be ordered 
back to work if the department is able to develop an 
assignment consistent with all medical restrictions. More 
court cases are on the horizon as municipalities attempt 
to find ways to deep limited duty employees working 
and attorneys fight for their clients rights to start a new 
life after the perceived devastating effects of policing. 

The problems posed here are not likely to diminish 
soon; there won't be any simple solutions. We all must 
look for ways to save the public's monies without neg
lecting the individual public servants and their contribu
tions. The best way to start is to first find areas of general 
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agreement and then work beyond them to establish the 
fairest possible guidelines for settling those general issues 
and specific cases still under contention. 
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THE PARADOX OF THE SQUAD ROOM-SOLITARY SOLIDARITY 

Philip S. Trompetter. Ph.D. 

Police officers face certain physical dangers in their 
job, a fact easily recognized by police administrators and 
public alike. This, in turn, has led to policies, practices, 
and procedures wherein the individual officer and the 
department will spare little expense in promoting physical 
well-being. Kirkham and Wollan (1980) note "the wide
spread presence of various physical symbols in the 
academy environment which provide mute testimony that 
the job about to be embarked upon will involve routine 
confrontations with danger. The gun, nightstick and 
handcuffs--occupational accounterments the recruit 
comes to use and handle on a regular basis during his or 
her time at the academy-serve to symbolically define 
danger as an integral part of police work ... " To this 
list should be added the solidarity of the officers on the 
shift, the fel\owship arising from common respon
sibilities, interests and dangers. Police officers, like sol
diers, will unify in the face of danger. 

In spite of the perceptions of physical danger, research 
has demonstrated that it plays only a small part in the 
health and well-being of the policeman (Kroes, 1972). 
As Joseph Wambaugh stated, "Police work is not particu
larly dangerous physical\y but the most dangerous job in 
the world emotionally." The high incidence of stress
related disorders in law enforcement including heart 
attacks and heart disease, alcoholism, ulcers, divorce and 
suicide would serve to verify this. One might reasonably 
expect upon entering a squad room in any department to 
notice the accouterments of emotional protection. Unfor
tunately, this will not be the case. Solidarity holds only 
for the physical dangers. The group behavior of police 
officers, to toughness of the collec..tive, the squad room 
mentality, while adaptive in many respects for the 
demands of the job, is at best insufticient, and at worst 
injurious to the officer's emotional well-being. 

When an individual officer affiliates with a dl~partment, 
he tends to adopt attitudes prescribed by the Italues and 
'norms of that group. The power of this group ,~o modify 
the attitudes of its members in a function of several 
characteristics of the group. One is the group norms, 
rules reflecting the attitudes and actions expected of mem
bers under given circumstances and specifying the con
sequences of compliance and non-compliance. A second 
characteristic is the effectiveness of monitoring each 
other's behavior. Unless agents of the group can maintain 
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surveillance over the members to detect and punish 
deviant behavior, the impact of norms may be greatly 
reduced. If the behavior of the members of the group 
cannot be effectively monitored, a state of "pluralistic 
ignorance" may result, a condition in which the members 
of a group incorrectly believe that "everyone else" in the 
group holds a certain attitude, whereas they, themselves, 
do not. Not unlike the parishioner seeing about him a 
congregation seemingly captivated and inspired by the 
semlon, assuming that he is alone in his struggle against 
boredom when, unbeknownst to him, everyone else is 
similarly bored, making the same assumption, and in so 
doing are similarly isolated. 

One of the group norms within the squad room is the 
expectation of "manly" behavior. When you hear six 
male officers joking, while commenting in response to 
someone's complaint about their "old lady" with state
ments like "F-- the bitch ... Dump her ... I 
WOUldn't put up with that shit ... Stay at my 
place ... ", you may start wondering why you alone 
seem to have a higher regard for the institution of marriage 
than the rest of the officers. As a member of this group, 
the group norm of public anti-marriage and sexist com
ments will tend to change his attitude to conform with 
the group's. Any comment that might be made in defense 
or support of marriage would be the straight lin~for a 
barrage of anti-marriage bombardments from the snipers 
and sharpshooters who protect the squad room from the 
softening effects from such sentiments. Paradoxically, 
separate these six officers and you might find that most 
of them, as individuals, value their relationships. The 
social psychology of a group of police officers elicits 
behaviors that do not accurately reflect the beliefs of the 
individual. The group will then isolate anyone who 
deviates in the performance of this manuscript whereby 
the individual becomes emotionally alone. Since most 
officer prefer not to be isolated, the power of the group 
prevails. Thus, the group concurrently exhibits solidarity 
while promoting solitary emotional confinement. 

Many variables converge to create this state of affairs. 
Two of the most influential include the expectation of 
how "men" behave and secondly, the attitudes formed 
by a group of men with an objective of doint battle. 

Masculine role expectations have been sardonically 
parodied in recent years in the pop literature, most notably 



by Bruce Feirstein's "Real Men Don't Eat Quiche." Mark 
Miller's "Real Cops Do't Eat Doughnuts" funnels the 
point even more poignantly. The pressure of how "men" 
behave is enormous, especially within this group of elite 
who have been selected from the ranks of ordinary men 
to provide a model of masculinity for all to emulate. 
These are men who are forced by a circumstances to be 
expert on everything and expected to display strength at 
all times. For to do otherwise would result in harsh con
sequences. Little room is left to display the broad range 
of human emotions. This is reflected in the language of 
manhood where there is only a small range of acceptable 
communication for man to express his emotions (Naifeh 
Clnd Smith, 1984). For most men the mildest self-revela
tion is an experience more disquieting than facing most 
physical threats. They can't display affection toward their 
friends, but they can caress their 4 x 4's all weekend 
long. Men are performers forced to prove themselves 
constantly and relentlessly. They can't cry at a movie. 
They can't even admit that they went to certain movies, 
lest their reputation be tarnished. They are allowed to 
cry only if their entire family is killed by a drunk driver, 
but even then their tears are met with benign acceptance, 
not full understanding. Most men, and especially most 
cops, become imprisoned in emotional isolation, living 
out this repressive masculine role. Too many feelings of 
the individual cop have to be set aside in order to conform 
to the demands of the group. The police group is much 
more, and in some ways much less than the sum of its 
parts. 

This is not to say that the male role, traditionally 
defined, is all bad. Kriegel (1979) remarked that life was 
most immediate when it forced the individual into a 
comer, heightening the possibilities that it opened for 
him. As if when the trap springs, the man emerges. Most 
cops seek the thrill and adventure of potential danger and 
relish "the pump" that comes with their mastery and 
control of the threat. Anyone who seeks out horror 
movies, anyone who rides a rollercoaster, or anyone of 
a number of other human behaviors where danger and 
excitement are pursued rather than avoided, can relate 
with a police officer's enjoyment of this part of his job. 
It is hard to withdraw once one has become an "adrenalin 
junkie." 

rn addition to the group norm of anti-marriage bias 
and eschewing the display of "soft" emotions, other trad
itions have evolved to contribute to the expectation of 
manly behavior. Gerzol/ (1982) believes thala "real man" 
is partly a frontiersman who may have a buddy, like 
Tonto, but mostly he was a loner und traveled alone. If 
he hud a sidekick, he was clearly in the dominant position. 
Harry Callahun's jaws locked every time someone tam
pered with his independence. Wives were uncommon to 

the frontiersman; the hero was always on the move. Mar
riage somehow seemed to dilute the image of manhood. 
A real man Was a rugged individualist who answered to 
nobody, especially u wife. Also, he never reflected or 
questioned himself. Nothing made him cry and nothing 
frightened him. He was always altruistic, never selfish. 
Though he was constuntly fighting, it was always justified 
as being against the enemy. 

A second contributing influence to the psychology of 
the squad room is that the cop is also expected to be a 
soldier, and soldiers always display strength and hide 
vulnerability. The soldier is the symbol of security who 
does not hide from danger or give into feat. He is the 
protector of those he lives. The soldier has endured 
because society has conferred upon him a priceless gif~: 
it considered him a man. Soldiering was the embodiment 
of courage, strength and toughness. To sustain these vir
tues, however, the soldier had to repress vulnerability, 
sensitivity, fear and compassion. There is no room in 
battle for such feelings which, by necessity, are avoided. 

Who, more than a cop, is our soldier. Is it any wonder 
that the squad room is like a bootcamp in many respects, 
especially in its solidarity. The soldier-heroes whom we 
have come to admire and emulate have influenced cops 
to deny their feelings and to avoid sensitivity, as it 
enhances the ultimate objectives of self-preservation and 
battle. 

Yet. there is at least a dual nature of police function. 
While police are soldiers and agents of control, they are 
more often agents of support. One thus has to wonder 
about the typical management structure of the police 
department, the "paramilitary organization," when police 
soldiering comprises less than 15% of their work and 
85% of the activity is service or clerical. Why must the 
social organization of officers be designed to support the 
needs of the soldier when the time spent soldiering is so 
proportionally small? Could it be that soldiering is what 
drew the individual to law enforcement for the inherent 
and priceless gift of bestowing the badge of manhood on 
him, and these other "lesser functions" are necessities to 
be stoically endured but certainly preempted if a hot call 
emerges? 

And who can deny the pleasures of the comraderie, 
the association and sense of belonging to the squad of 
soldiers, the support and the entertainment, Whatever 
one's view of his work and department, most officers 
experience an almost inexplicable but noticeable rush 
when entering the squad room with their colleagues pre
sent. It is then that they become one of the group again. 
The sense of belonging can become so powerful for most 
that the need to talk about one's real feelings seems pale 
in comparison to being part of the group. The norms of 
the group seem to possess more seductive power than 
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any need developed by one individual in the group. 
But the glitter and pump of the squad room is inevitably 

destructive if one is totally influenced by the wares it 
tries to peddle. It can destroy any marriage, undermine 
any individuality, promote the conditions by which 
alcoholism and physical problems develop, and corrupt 
the officer's ability to foster intimacy in his most impor
tant relationships. How can one be involved in an emo
tionally stressful profession but have an incomplete 
armamentarium to defend against the onslaught of its 
dangers? 

Accordingly, some of the important questions now are 
drawn into focus. Can a group of police officers have 
the flexibility to deny feelings, like the good soldier, to 
foster self-preservation and to do battle, but, when not 
soldiering, operate within a completely different norm 
that allows for open expression of tenderness, softness, 
vulnerability and sensitivity? Can a squad room take care 
of both the physical and emotional man? It seems clear 
from stress statistics that the emotional man has received 
too little attention. The norms of the squad room must 
change to at least allow individual officers to express 
their many feelings. Cops need to reexamine their heroes 
as they will find that beneath the public masquerade 
perpetuating the masculine myths, lie emotions not unlike 
their own. While the sharpshooters will remain, the silent 
majority can find comfort that to feel is not weak, to 
display hurt is not unmanly, to want closeness is not 
homosexual, and to be sensitive and culnerable will not 
destroy the potency of the group when a battle is neces
sary. There is room for the Marlboro Man in law enforce
ment. It is a refreshing oasis in a world increasingly 
tolerant of discomforting people, a place where men can 
scorn, ridicule and joke as a way of helping themselves 
with their fears and concerns. But there is a time for the 
jokes to cease, the Marlboro Man to get out of his role, 
and each individual officer to find acceptance in dealing 
with some of his feelings directly, openly, and honestly, 
without fear of social ostracism or ridicule. It would be 
an unbeatable combination. It can and it ought to happen. 
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