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of a study designed to evaluate the first two goals

CHAPTER I
INTRODUCTLON

This report is the final of three reports submitted by
the project evaluator in fulfillment of an evaluation of the é
Des Moines Police Department Juvenile Liaison Project. This
project had four overall goals to be evaluated. The findings

. L wasg sub-

mitted in another report.

This report presents the findings of a study designed
to evaluates the reméining tWwo goals of the project. These
goals were: (Goal 3) that the program provide an opportunity
for increased recruitment of wminority members, and (Goal L)
that determination be wmade of the influence present within the
community, the police force, and the‘p?lice career as a whole
whiéh impedes the‘p?ocess of minoritj recrultment and
retention.

Goal 3 can only be partially evaluated at this time. An
appropriate evalustlion would requi;e a longitudinal study of
the project's éffect on minority recruitment. The pfojagt did
result in increased contact between cadets .and juveniles, but |

since the' contacts were primarily with elementary and junior

lThese two goals were: (Goal 1) that the project supple-
ment and provide assistance to the present police-school liaison
program operated by the Des Moines Police Department, and
(Goal 2) thatl the project establish methods of utilization of
cadets' in other areas of police juvenile operations to allow for
maximum juvenile contact.
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high school age levels, the total effect cadets had on promot-
ing minority persons to become law enforcement officers may

not be known for some time. The proj;ct did result in increased
enrollment of minority cadets. These results will be presented.

Goal lj was evaluated in two ways. An earlier report,
"Attitudes Toward Des Moines Law Enforcement Officers: Compari-
sons Between Teen-Age Ethnic Groups," presented the findings of
an extensive study of the attitudes of Blacks, Spanish-Americans,
and Whites. The primary hypothesis tested was one of no differ-
ence'in attituées. The assumption was made that if minority
persons possess a significantly greater negative attitude than
White persons, then this negative attitude would diséourage
them from seeking to become law enforcement officers. Findings
and conclusions of this earlier report will be incorporated
into this report when appropriate.

Goal L was also evaluated by analyzing results of inter-
views conducted by the project evaluator. Minority persons,
includingkpresent and former law enforcement officers, commu-
nity leaders, and residents living within winority communities
were interviewed. Opinions were also obtained from school
pérsonnel.

There are, no doubt, many factors operating within the
commanity, toe schools,'and the police department which serve
toreither hinder or enhance minority recruitment. A number |

of these factors will be discussed in the Results chapter.‘

Interview responses will be analyzed in order to present

respondents! opinions about past practices, current status,

~trends, and recommendations.

¥

CHAPTER TI
PROCEDURE

The project evalustor conducted interviews to gather
data for the study. These interviews were both structured
and unstructured. They were structured in that a format,
consisting of pre-prepared questions, was used'by Phé evalu-
ator to conduct the interviews; but unstructured in that the
questions, for the most part, were asked as open-ended ques-
tions. This permitted flexibility and the obtaining of a
broader range of information. Respondents were given freedom
to pursue issues accdrding to the insights they had gained
from experience.

The interviews were conducted during the months of May,.
June, and July, 1975. | |

Minority law‘enforcement officersbinterviewed included
two male Black cadets, two female Black cadets, three male
Black patrolmeﬁ who had been patrolmen for two years or less
(two had been cadets), two Mexican-American patrolmen (both
nad pveen cadets), and one lieutenant. Two Black civilian
employees of the Police Department were intervieWed; one was
a member of the Personnel Department who, as part of his

duties, supervised the cadets, and the other,was a dispatcher.
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Four Blacks and one Spanish-American, who had been Law Enforce-
ment oi'ficers of the Des Moines Police erartmént were also
interviewed. Two Blacks, hired to work in the H,E.L.P. pro-
gram, which involved working witn patrolmen assigned to the
Black community, were interviewed. The three Wﬂlte cadets who
were assigned to worx in the scnools, six White Police-School
Liaison\offlcers, and - the one female Patrol Offlccr were

interviewed.,

One Black, who servea as 8 cadet for two months before

rGSLgning, and snother Black, who completed all of the applica—’

tion procedures for patrolman, but was not accepted, Wwere also

interviewed.
Counsselors (all White) from six junior high schools and

five senior nign schools were interviewed. Five secondary

:school administrators also responded to questlons regarding

attitude and interest of minorities 1in law enforcement.

Seven Black, four male and three female, sdults were
1ncludcd. Three males and one female are employed by the
School system.and part of thelr auties include direct 1nvolve~
ment with mincrlty youth Two females live in the Black |

ommunity, botn have children who are attending or who have
recenoly attended Des Moines SChools.

’ One apanish ~American, employed by the school;cnd work-
ing with Spanish»American famllies, wes interviewed. |

‘ﬁ A questionnaire (see Appendix A) was used in tbe inter«

view thh the mlnority cadets, mlnority applicants, minority

Ut

catrolmen, and the female patrol officer. oex and ethulc
backgrouna of respondents to the questionnaire were seven
male 1Placks, two male UPaniun—Amuricanu, Lwo Lomule Blacky,
aud one l'emale White. One respondent lived in Ues Molnes lor
approximately four years, the rest lived in Des Molines for a
period of fifteen years or longer.

Incidence data regarding minority applications for
Gadeﬁ end Patrol Officer positions were obtaincd fror data =
furnished by the Personnel Division of the Des Moinestolice

Department.




no doubt that they believed the Police Department used to fol-

CHAPTER IIT
RESULTS

Initially, thie chapter will discuss community and
oolice department efforts to recrult minorities. Responses
to questionnalre items will be presented next. This will
be followed by a discussion of other factors which influence

recrulitment of minorities.

-~

Efférts to Recruit Minorities

Past Practices. Former law enforcement officers left

low a quote system for the hiring of minority officers. A
summary of thelr opinions follows: When avBlack officer
retired or resignéd, his vacancy was fiiled by another Black
applicant; up untll ten years ago there was no effort to
encoursge Blacks to become law enforcement officers; there were
4no mére then five or six Black officers at any one time; there
did come a time when it was dscided that the Police Department
should be integrated, but by this time employmentkoffered gains

in other flelds.

Current Status. There appears to be an "open door"

s

poiicy at the present time for the acceptance of minority

applicants; Efforts have been made to make minority members

4 «

- persons, and two other minority persons have become patrol-

~

of the community aware of the desire to recruit minorities.
There have been pgograms~implemented that are either directly
desiguned or partially designed to improve relations with
minorities and to promote their recruitmeunt. These are the
H;E,L.P. program, an Area Car program, the hiring of minorities
toc be cadets, the law enforcement classes at Tech, tue Police-
School Liaison program, and the Police-School Liaison Cadet
Project. This latter project was responsible for’this evalua-
tion report which is a study of barriers to minority récfuit—
ment. The Police Depurtment supported this evaluation .and has
COQperated with the evaluator while the evaluation was being

conducvuved,

The last academy graduates included three minority

men within the past two years.
There Were interviewees who felt these efforts were

not sufficient. Their suggestions will be discussed later.

Cadet recruitment. A July 8,'197L police department

report stated erforts were made to recrult cadets through

aavertieiug in the city newspaper and in tne Dy svauder, o local

0uewspuper aupsuriueu to by many plack cilizews of‘Dou Mo tasvue
Black leaders in the community and agencies uaving contact with
minorities were asked to refef minorities. A coOnusrivu casOlL
was made in one high school thét had é law énforcement'class.

The other five high schools were informed»of/the qadet"’

vacancies.



By July 8, 1974, seven minority males, twenty Waite
males, one minority female, and eighf White females submitted
applications. Twenty-six percent of tge total of thirty-six
applicants were minority persons. This is higher than the per-
centage (5.2) of patrolmen applicanté that were minority
persons,

The Juvenile Liaison Cadet Project supplemented the:
existing Cadet program (ten cadets) by providihg funds for the
hiring of eight additional cadets. Four Black males were hifed
as cadets in Juhe and July, 197i. Two of these cadets dropped
»n°u§ of the program inySeptember, 1974. Three White males and
two Black females were hired in September and October, 197l.
One White male failed to report for work. Two White females
were hired in December, 197, and January, 1975. Eleven new
cadets were hired between June, 1974, and January, 1975,

Eight were still working as cadets in June,v19%5; four of
these were Black. | |

Two additional Black males applied to become cadets
but did not follow through with the application procedures. The
evaluator was unable to arrange'ihterviews with these two appli-
cants and»wgs able to arrange an interview with only one of the
two Blgck males who dropped out of the cadet progran. |

One of the objectives.of the project was to provide -
vacancies to be filled by minority applicants,kEO percéﬁt of
the vacancies were filled by minorities. At thévinceptioh of
the projéct three mindmity members,vone Black,énd two Mexican-

Americans, were working as cadets. These three cadets applied

to become patrolmen, were accepted as'recruits, completed
Academy training, and are now patrolmen for the Police

Department.

Only two other minority oersons, a male Black and &

male Mexican-American, applied to become patrolmen. The

male Black was Interviewed, the male Mexican-American did not

respond to the evaluator's request for an intergiew. .

"

Patrol Officer recruitment. There were ninety-six per-

- sons who completed application forms during the last recrultment

drive to select recrults for the Academy training that began in
February, 1975. PFlve of these were minority persons, this is
5.2 pef¢ent of the total. Thfee of these'five persons were al-
ready employed by the Department as Cadets.

Forty-four other persons li&ing in Des Moines mads
initial inquiry but failed to complete the application fprms.
Approximately half of these were contacted by teleptione in
order to determine their ethnic background; none of those
contacted were minority persons. As far as coﬁld be deter-
miﬁed‘none of these forty-four interested inéuiries were from
minority persons. |

It appears then that, at the most, 5 percent of the

persons wno contacted the fersonnel Office were minority

persons.
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The majority (75 percent) of the ninety-six applicants

obtalned their information about openiqgs through either Per-
sonnel announcement (29 percent), television (22 percent),

newspaper (20 percent), and radio (4 percent).

Discussion. The recruitment efforts directed toward

recrulting cadets were much more successful in attract{ng
minority applicants than were the patrclman recrultment
efforts. The efforts to recruit patrolmen resulted in only
two minority persons, other than the three cadets who were
already ewmployed by the Depértment, who completed the applica-
tion procedures; and, és far as could be determined‘no other.
minority persons (o& only & very small percentage) contacted

the Personnel 0Office.to inquire about a patrolman position.

Suggested remedles. Theres probably are many reasons

why so few minorities apply to become patrolman. A variety

of reasons werse éﬁggested by Interviewees. One possible
reason is that advertising efforts did not reach the minority
‘persons Who were interested; Other possgibilities were sug-
gested, such as, it is difficult to overcome the stigma of not
being wanted, opportunities‘for promotion at one time were
extremely limited, peer pressure, racial pride—-ndt wanting

to be a part of an agency that is iooked upon with‘disfavor by
midority peréons; and better jJobs elsewhere. Remedies to

these and other poésibilities‘will'be'discusSed later.

A e
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A frequent suggested remedy was that minority persons
need to see police work from the inside. This type of an
opportunity would increase their interest in becoming officers.
Programs, such as H.E.L;P. and Cadet, were strbngly suppor ted
as avénues for interesting more minorities to apply for
patroiman.

Actively seeking minorities to belong to the Police
Department Explorer Scout group was strongly encouraged, with
financial support arranged for them if needed.

Interview responses do suggest a need for more inteusi-
fied efforts to recruit minority persons’to make applications

. ¥
to become patrolman. Interviews were conducted with a counselor

from sach of the high school in the Des Moilnes area, except

for.Hoover Hign School. None of the counselors commented on
intehsificétion of efforts to recruit minorities to become
eithér Cadets or Recruits. Since counselors are very directly
involved'with’5£udents in making career choices they would
appear to be logical contact persons'for the intensification
of regruitmént effopts.v |

‘HMost bf the minority community members who were inter-
viewed weré not aﬁare.of intensified recruitment efforts. One
cadet felt that iack of adverbisement was the mdst noticeable
weakness, and that there would bé others interested if they
were aware of the advantages, such as pay;’getting’school
”tuitibn and fees paid for to enable him to receive required
training to qualify as a patrolman. He felt this’was a much

better alternative than the military service.
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. Some interviewees specifically suggested that it would

be advantageous for the Pollce Department to send representa-

tives into the schools for recruitmené and to fully acquaint
students with the advantages of becoming law enforcement
officers similar to military recruitment practices.

one of the minority persons interviewed, a mother of
junior high school age children, was of the opinion that many
Blacks could not afford the educationalvtraining to become
patrolmen. She was not aware that the Academy and'college
braining would be subsidized’by the City of Des Moines. She
felt this would be . factor that would interest minority
persons to become officers.

The adviéor at Des Moines Tech Hign bchcol highly
recommended the law enforcement course at Tech. He was of
the opinion that their school has never had such excellent
public relations. There were three classes of approximately
100 students, 20-25 of the inberested‘students were Black.

It was nls consensus that this course has stimulated interest

and improved attitudes of both Whites and Blacks. He further

commented: uThé minorities is where there,hasvbeen'greateét
lmprovement. They seek’out the liaison,officer and the
insﬁructor of the law enforcement cdurse."‘ He was also of
the opinion that significantly more‘trust~has developed

this year between minorities, the liaisoﬁkOfficer, and the

advisor.

N “ ; ' 13
One interviewee emphasized tne need to expand recruit-
ment efforts outside the Des Moines area. He emphasized that
law enforcement careers &re now more appealing because they are
well-paying jobs, and he estimated that 200 tp 300 minorities
(including Jews and Spanish-Americans) could be recruited
within Iowa.

Another suggestion was to extend recruitment efforts

to minorities presently employed in business and industry,

wno may desire a changs.

It was suggested that the Chamber of Commerce and other
organizations assist in the recruitment drive, not only witnin
the community, but statewide. He felt the Police Department
would welcome this support.

Another suggestion was to recruit Black Law Enforcement
O0fficers from lérgsr cities througnout the United States; it
was suspected that a number of them might like to move to
Des Moines. Minorities presently serving in military service
were also suggested as another recruitment resource.

Another suggestion was that the local, county, and state
law agencies’combine their efforts to recruit minorities. One

'such proposal was to start a "store front" community relations

‘project--tnis would precipltate the key people in tne area to

do recruiting-~tney ¥NOW the people. I¥ was suggested that

a'minority officer, originally from the area, be assigned to his

own community. This would provide an officer which minorities

could identify with.
| ,The“store7front" patroiman~should be visible in the

community, easily accessible, trusted, and a mature perSon who
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1s respected on both sides. Opinions regarding the wearing
of a uniform varied. 1In elther case those that suggested the
aforesaid felt the officer should haveigoodkinput with the
community, assisting them to alstinguish harassment from what
is part of the mecessary law enforcement process,‘helping
individuals to understand their normal rights. It was suggested
that such patrolman have direct feedback to the Chief of Police,

thus allowing the Police Department to police its own ranks and to

reassign a patrolman if needed.

Responses to the Questionnaire

How influenced? Question A of the questicnnaire was

changed by the evaluator and the question asked instesd was:
"Who or what influenced you to become a law enforcement
officer?" Responses could be classified into three groups of
four each. One group apparently became intefested in the career
‘ag a child; in some instances their interest wés;stimulated by
childnood experiences with law enforcement officers. Another
group of four apparently became interested, at least in part,
as a result of an exposure to law enforcement careers. Two
enrolled in a law enforcement class, one was an M.P. in the
service, and the other served as a Bailiff. (Nofé: Elsewhere
in this report the use of programs which exposed minority youth
to.law enforcement was recommended as an effective way of
recruiting minorities. 'Thesé responses apparently substantiate
that recommendation.% The other four initially becamekinter-

- asted when another person suggested the Cadet Prcgram to them.

15
The peraons who did the suggesting were two Police-8chool
Liaison officers, a Police dispatcher who was Black, an employ~-

ment counselor, and a school sociul worker who was Black.

Aspects of most interest. Distribution of responses to

Question B is shown in the listing below. Designatlon number 1

signifies first choice, 2 = second choice, and 3 = thiird cholce.

Response

Number of Qhoices

Pay, Job security,
fringe beneflts

Pay

Job security

Fringe benefits

Prestige and respect

Helping people

Make own decisions

Varliety in work

Maintain law and order

Interest : :

Go to school and still be pald

M e e N PO O -

e

The areas regeiving most responses were feeling that
comes ffom helping péople'and variety in the work. The former
nad the most first choices. These choices differed for Black
respondents from the cnoices of nigh school Black students |
wndse caoices in order 6f preference were pay, fringe benefits,

and helping people.

Wife/husband opinion. In response to Part 4 of Ques-

tion C,‘eight respondents stated that their wife/husband/

- closest family membef felt that being a:police officer was &

good job for them. One wife felt the pay was too low,kanotber

4
#
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was accepting because this is wnat her husband was interested
in deoing. Two‘wives were concerned about the danger.

kIn response to Part B, nine resdondénts were of the
opinion that wife/husband/closest family member felt that
being a police officér was a8 good Job. The otner three had no
strongkfeelings either way.

The cadet!s wife who was disappointed wnen he accepted
a cut in pay was also worried about being harassed and threa-

tened. This cadet eventually dropped out of taoe program.

Reaction of friends. Responses to Question D varied,

Two Black male, two Black female, and one male Spanish-American
gtated that most of thelr friends strongly encouraged them., One
male spanish-American steted that friends encouraged him.
| Two male Black and the female White respondents stated
most frlends nelther encouraced nor discoursged them. Two
male Black individuals stated friends discouraged them and one
male Black respondent said friends strongly discouraged him.

Two ol the respondents that stated most friends encour-
axed them stated tﬁat they did lose some former'friends as a

result of' becoming an officer.

Reaction of best friend. Responses to Question ¥ Were

as follows: Flve stated that their best‘friena strongly encour-
ageﬁ'them, three stated their best friend encouraged them, three
aaLd'they‘were nelther encouraged nor discouraged, and only oné

said/their best friend discouraged hilm. The latter four were

gll wale Black respondents.

. 17

Panily's reaction. Responses to Question F were as

follows: Seven respondents stated that most of the members

of their family strongly encouraged them to become law enforce-
ment officers, three said thal most of thelr family encouraped
them, and two said most of tnem nelther encouraged nor dis-
couraged them. The latter two were male Black; they both
commented’that there were no negative attituues but their

A3

motters thought it was too dangerous. | .

Tnfluence of member(s) of Personnel 0ffice. Tois is

cerhaps the most significant finding of the responses to the
questionnaire. Question G asked the respondents how bhey felt
about becoming a law enforcement officer after visiting with a
member of the Personnel Office of the Police Department. Eight
respondents, all of whom are or had been cadets, stated that
they had more interest. Five specifically mentioned that they
nad talked with Dick Anderson, a Black employee ol thie Personnel
Department. They mentioned the encouragement he gave them, the
interest he sﬁowed, and the way he leveled with them about what
the program was going to be like, what to expect, «nd the prob-
lems they were likely to encounter. They felt he was really
"pulling for them" to get the job. The otner four said their
intérest~remained the same. The female Wnite respondents

said they discouraged her but her mind was made up so it had

no effect;

| Influence of minority officers. In response to Ques-

tion H, three respondents stated that they knew a wminority law
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enforcement officer who encouraged them to become an officer.
51x stated that they were casually acquainted or knew of a
ﬁinority law enforcement officer, but Lhose»persons had ne

influence on their declsion to become an officer. ‘Three

said they did not know a minority officer.

Contact with & minority officer. In response to Ques-

tion I, nine stated ﬁhat they hadkno contact with a minorify
law enforcement officer. Two stated that they listered to
minority officers makesg presentation to theif clasgs, emphasiz-
ing that this exerted a posifive influence on them. One

stated that he observed a Black officer doing'public relations

work and this might have had an influence on him,

Examination procedures. Responses to Question L will
be included with responses of other interviews in a later

section.

Application for next examination? Question M was not

applicabie to six respondents since they eare now patrol officers.
The two male Black cadets do intend to ?omplete application pro~
cedures to become & recruit. The one male Black: who had been a
cadet does plan to try again to become an officer. The one méle
Black, who was a patrolman applicant, was still intérested in
being an officer; his‘wifé was also interested. He’doubted if
'herwould apply again because he felt they would not accept him,
heidid not tnink his chances were:very gon;_and’he.did not wish
'tovgo through all th; h;sslekagain; He stated that he was not
COntacted.by thé PolicevDépértmenf follbﬁing hisg non—accéptanoe,

. 19
and expressed an interest in kﬁowing why he was not accepted.
The evaluator got the impression bhat'a personal conbact weuld
hlave been appreciated and that lb’mlght have encouraged thiv
candidate to make another attempt.

One of the two female Black cadets was not Sufe; bhe

other was interested in applying for a position as a Matron.

Promotions of Minority Officers

1

T LI

Past practices. Interview results indicated that up

until about eight years ago tnere were no minorities in Police
administration--nothing above a detective. Again former
officers left 1little doubt that tney felt thaﬁ well-qualified
minority officers were not promoted because they were minority
persons. Some stated that they had more academic training
thian Whites who were promoted; and, that reasons given for not

pronoting were not valid reasons for denial.

Current status. Presently there are seven officers and

two civilian employees who are minority persons. Two of the
offiéers are gold braid, one is a Lieutenant in the Police-
Community Relations Division, the other is a Sergeant in the

Communications Division. The remaining five are Patrolmen

and have nbt been with the Department 1éng enough to be eligible

fdr promotion. One of the civilian employees works in Personnel

- Division and supervises the cadets, the other is a Dispatcher.
some respondents suggested that it stiil‘ia‘difficult for
‘minorities to move into higher administrative positions. - There

‘was an'opinion expressed that present'minority patrolmen would

nave a good opportunity to become Sergeant dnce they become

eiigible.
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Recommendations. The lmportance of making minority

cltizens aware of the opportunities fog minority promotions
within the Department was frequently and strongly recommended
for two reasons, Sﬁch an awareness encourages minorities to
seek to become law enforcement officers; it provides a model
for them to emulate and makes them aware that becoming a
patrclman is not starting on a dead-end street. Also, it
promotes better police-minority community relations.

It was felt that failure of Blacks to get promoted not
only discoufaged Blacks from becoming officers, but also caused
some miﬁority officers to go to other positions offering more
advancement.

| Visibility within the community of higher-ranked minor-
ity persbhnel was strongly recommended; it waé suggested that
thess personnel be given assignment where there was frequent
public exposure in both the entire community and in the minor-
ity communities.

It was suggested that‘a Black applicant be appointed on
the Civil Service Board that determines proﬁotions and that
promotion criteria be open‘to scrutiny just as application
progedures and selectibn‘procedures for patrolman are now
open to scrutiny. It was emphasized frequently that minor-
lties wno ere promoted should be qualified for the position and
not'given a promotion aé‘a token.

| One person commented further on this latter point,
suggesting there need3 to be‘some'laeway. He was not saying

,WQfshould drop standards, but rather, if minorities meet the

1
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qualifications a certain number snould be selected. It is

" deslirable for tne enhancement of police—minority community

relations to have minority law enforcement cfflicers and a cer-
tain number (again quaiifiedvpersons) assume administrative
positions., Well qualified minorities will go where they can
see an opportunity for advancement and where they can make

the most money. .

Assignments Given to Minority Officers

Past:practices. Interview results indicated that when
Blacks were first employed as éfficers they were limlited to
walking beats in the Center Sfreet (heavily concentrated Biécx
population) area. At one time Blaqks wére'notkassigned to ride
in patrol cars nor td thekposition of traffic officer. For a

long time a Black did not answer the teleohone nor work at the

desk 1in the Detective Division. Eventually Blacks were assigned

to patrol cars and were permitted to ride in White areas of
towﬁ. At first two Blacks were assigned as a team; this was
reported as alsé happening in the Detective‘Divisi§n wheré
Blacks. were assignéd as a team. Eﬁentually, minofities_ﬁerg,
givén the same assignments and wofkéd‘with White officers.

' ‘One person expressed the opinion that there existed an
uﬁwrittan law that certain officers’do‘certain things and‘it Was
‘possible to tell by the way assignments were made if the

unwritten law had been violated. It was mentioned that this was
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not limited to minorities, but there were more tinings a minor-
ity officer could do that were not in ﬂavor~-this could be
reflected in asslgnments. He also mentioned situations wnich
he felt were taken care of quietly but had 1t been a minority,
the officer would have been in tfouble.

One respondent related that assignments of Black Police
officers in an urban city on the West coast were limited to
gambling and bootleg Jjoints and they were not permitted to
arrest White citizens,

Another fespondent stated that thefe were opportunities
for minorities in Kansas City to be hired as Policeman and
FPireman but they were‘placed in thelr own precincts, so the
thrust there was for placement throughout the city.

Several former officers expressed a desire to .have Been
assigned‘to minority communities where they wbﬁid have served
not cily as law entforcement officers but also in the area of
seeking better police-community relations; also they felt there
were occasibns where their assistance could héve been used to
aid in the’quastioning of a minority person who had been
apprehended, because théy‘felt»it;would’haVe facilitated com-

munication‘and would have helped to insure due process,

Current statuse. Equélity of assignments of minority

‘patrolmeh was not afquestion specifically asked by the inter-

k3 : X
viewer. None of the;prasentvminority patrolmen voluntarily

expressed concern.overkinequities with respect to assignments.

4 ® .
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Some Black cltizen resbondents and former Black officers

emphasized the need for Black offlcers, especially those with

rank, to be glven assignments that assured considerable visi-
bility and exposure witnin the Black community.

L)
Selection Standards

Past practices. Negative attitudes’resulting~from'past

t

airing procedures for city positions, which were viewed by some

respondents as being prejudicial, stiil persisted for some

respondents. One respondent had heard the opinion expressed by

Blacks that even if Blacks obtained the necessary qualifications

they were likely to fail because of prejudicial biases. Another
felt that minorities still possessed a feeling of mistrust

regarding hiring practices. .

Current status. Respondents wno were knowledgeable of

current selection sfandards and a?plication4procedures felt. ..
that they did not intentionally diécriminate against the hiring
of minority persons. The opinion was also expressed that selec-
‘tion standards are resulting in well-qualified personnel,.
,Cadets.and patrol persons ﬁﬁb recéntly completéd examina~
tion prdcedures did expresé opinions that some of the procedurss
were deterrents to minority persons gecoming law enforcement
officefs. Six of them felt that reluctance by Blacks to take
the polygraph test might discourage them from seekingfto'bécome
officers. Reasons given were that Blacks were'more likely to

have committed an undetected cfime, and to have hed access to

drugs.

e ey Sk A e £ S S 5
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vome f'elt that the ecoﬁomic situation of many Blocks,
because of envirqnmentul c:'wcum.st;uncou,i Ly likely Lo be poor.
Ttiey Lelt this snould be tsken into consideration beloro
rejecting avplicantsg because of poor financia; standing.

One disagreement centered around the height and weight
requirements. Two respondents stated that tne height restric-
tion was frequently referred to by spanish/Mexican-American
gyouth who, otherwise, would seexk to become ot'ficers. Both the
heignt, weight, and physical agility requirements were men-
tioned by female respondents as drastically limiting the number
of female applicants who could apply, even thought tney met all
other requirements.

sone respondents felt that the environmental conditions
of many minority youths contributed to involvement in minor
offenses; which they felt would make the youth ineligible to

become law enforcement oi'ficers. One respondent felt that a

few years agé practically all Black youth who were in trouble

were referred to Juvenile Court and consequently obtained a
criminal record, while White youbth were treated differently and

the problem was usually resolved without & record being mude.

Recommendations. Some of the respondents felt 1t would

be beneficial if minority persons were acquainted in advance

with the purposes of the oral interview and polygraph tests.

P

They felt this might alleviate apprehension toward tnese

examination procedures.
-

L

It was suggested that criminal records stnould be realis-

tically evaluated, but requirements of good, moral character

v
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should not be lowered; and that wminority oersons stould be

informed of whnether past oI'fenses Would or would hot inter-

“view with acceptance. It was mentloned that a recent court

‘ruling permits persons wno have a past criminal record to be

aired.

Some respondents emphasized the importance of recruit-
ment procedures wnich clearly indicated that aqybodyxcould
apply. Also, the idea of fairness and worth of thé individual
should be emphasized. A number of respondents préferred that
the hiring be based on possessioh of the neceséary qualifica-
tions. One respondent expressed the opinion that if a minor-
ity person has to wonder how much his race played a paft in his
employment, he also will wonder if his race is going to be a
sigdificant factor in determining assignments. Assignments
based on recognition of asSets needed for the position was
preferred.

A cresh program to increase minority ewployment was
dpposedkby some resspondents for two reéasons: (1)'WUites might
feel they were discriminated against, and (2) poorly-qualified
minority persons might be employed. | |
| The importahce of employing qualified minority officers

was frequently mentioned by respondents.
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Retention

Yastb practices. 'Tus number of plnoritby low enforcewont

officers nasy increased witnin the past three years., [wo Black
males became otficers within the past two years. Two Mexican-
American males Qnd one Blacic male completed Academy training

ana became officers in 1975. These five are still employed as
officers and their comments wiien interviewed indicated satisfac-
tlon witn tneir position and plans to continue. Other present
minority employees include a Lieutenant, a sergeant, a Civilian
rYersomel Department employee, and a dispatcher. There are two
male and two female Black Cadets.

In previous yeurs the number of minority officers on the
Police iforce was small. Jive lormer olficers have entered other
positions, four within the community and one adoepted 8 posibion
as a police officerkin another city. One former officer went
off on ulsability. The reasons for leaving the Police Depart-
ment were not fully investigated by the evaluator. Some of the
respondents did suggest reasons. A frequently-mentioned reason
was the limited opportunity for advancement. Iive of tuese six
were employed as officers long enough tec discount ﬁpressure
from the minority community" as reasons. None of the present or
farmer‘orficers reported excessive pressure or harassment {rom
members of the minority communify; Two respbndents, who were
net’ Larmer officars, axpressedkthe opinion that a réason for
one ol' the former officers leaving was pressures exerted [rom
within the depurtment. 'wo respondents commented that minor-

~lties were observed closely, both by members ol the;deparbment

+
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and by tne public and mistakes are magnified, so 1t is nebessary
for them to do better. |

Pressures on minoritles exerteua from within the depart-
ment was alluded to by other respondents. One respondent felt
many members of the department stereotyped minorities. A num-
ber of respondenﬁs felt that prejudicial att;tudes, walch coula
be offensive to minorities, were evident from conversations and
subtle comments of members of the department. 6ne,respondent
reported a situation where an openly derogatory comment was
made by an officer toward minorities; this respondent expresséd
the opinion that minority officers do run the rilsk of being

criticlized and humiliated by other officers without always hav-

ing the recourse to go to a superior.

One respondent strongly supported the obtaining Qf an
Assoclate Arﬁs degree as a prerequisite for promotion. He felt
1t was desirable that officers take courses which may challenye
present attitudes and preconceptions. He was unhappy that some
off'icers are opposing the policy of recelving additional educa-
tion. Tnis respondent believes minorities will benef'lt i'rom
this requirement and will suffer the most if the rquirement is
discontinued. |

Respondents also récoynized that there are good law
enforcement officers. Cna’respondent stated that as a wnole

they are good péople; like any organization some have lost

their perspective.

Current status. Of the six minority cadets hired since

June, 1974, four are stillvemployed. Two male Black cadets
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were employed for approximately tnree months, one of these
Wwoula like to return as a cadet. [I'hhe qther cadet did not
respond to regquests to be interviewed.

None of the cadets or recently employed minority patrol-
men mentlioned béing'subjected to pressures from within the
department. Two of them recognized that ore judicial attitudes
probably exlsted, but; if there, tnéy were well hiaden. -All
of tirem conveyed the impression that they were being equally
treated. Possibly, there was a reluctance to express fully
their feelings, but their responses could be indicative of
increased écceptance within tne aepartment toward minority

persons becoming law enforcement officers.

Minority Law Inforcement 0fficcrs

AN
Personal characteristics. Respondents expressed opin-

lons regarding personal characteristics needed by wlnority
oificers; and, other responses alsc reflected certaln personal
trails possessed by minority officers,

An analysis of responses suggests that Blacks are much
more likely to be subjected to negative reactions from peers
and the minority community than Wnites ana Spanish-Americans,
spanish-American officers apparently were not subjected to
negétive reactlons from thelr community. Their comments indi~
catéd tuat the majority‘of~the apanish-American'communityflooked
upon law enforcement as being a prestigious career,

4 ‘e . .
- Some Black respondents felt that Black officers were

ostracized from the Black community/and tnis'pfeSented a prob-

lem because they were limited in opportunities to live and
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soclalize elsewhere. It is much easler for Wnite olfficers
to cnoose & place to live where belny an offlicer has litti&
or no effect on their social life.

Minority officers appear to be persons who have decided
and are deftermined to remain officers in spite of pressures and
resistances encountered both from the community and from the

department. They appear to be strong-willed pgrSOnsnﬁith
maturity to accept and cope with harassments. ’

One respondent stated that minority officers need to be

educated to the extent that tuey can understand and interpret
what 1s sald tc them without uistorting it. Also, they can not
"fly off the handle" because somebody called them a "nigger."
He also emphasized the necessity of remaining celm in a crisis
so a Black officer does not revert to "Black" type of talking.
If this happens, then there is a tendency to stereotype Black
officers.,

Another belief emerging from the interview responses per-
tained to making changes in the law enforcement system. Respon-
dents believed that if changes in the system are desired they ‘
can best be made from working on the inslae,

Reséondents‘emphasiZBd the mnecessity of minority officers
having the fortitude to enforce the law and supporb‘White patrol-~
men waen encountering disturbaunces involving Black citizens.
Bleck citizens might expect & Black officer to look tie othner

way.
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serving in minority community. Respondents favored

minority officers serving in minority copmunities. " They felt
this would be advantageous for & number of reasons. Tmproved
police-minority community relations would result from increased
visibility and eiposure of minority officers. Txposure and
visibility of minorities wno were employed in administratiwve
positions was strongly encouraged. Respondents felt this would
result in lessening the feeling that minorities would be treated
unfalirly. Also, exposure might be very effective in improviung
minority recruitment.

Exposure of minority officers also informs the minority
communities that police worx is a necessary job that must be
done, that it can be performed by a minority person, that it is
a respectable occupation for minorities, anu that desirable
changes in law enforcement practices can be accomplished by
Blacks working on the inside. Such visibility will serve both
Lo better police-community relations and to encourage more
minorities to seek law’enforoement careers.

Plsadvantages were recognized by respondents. Minority
of'ficers would be subjected to pressures from minority persouns
to look the other way., wWhite officers need to be sure they can
trust the minority officer in a time of crisis wnén support is
needed; need to be sure they are on the officert's side.

Both support and disagreement were expressed regarding
the policy of rotating assignments of orficers to serve in the

Black community. A ci'ted advantage is that such an assignment
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is not viewed as a punishment, a ailsadvantsge is that tuis
methiod does not consider temperament and other Vsriableé,that
need to be considered in making the assignments.

Some reépondents opposed Blacks serving solely in the
Black community. The view was expressed that it is not neces-
cary to have Black officers control Blacks and nelther it
necessary to nave White officers control WhiteQ. .

Opinions were frequently expressed that a Black officer
would be looked upon by some members of the Black community as
an infurmer, a snitch. Similar opinions were not expressed by
Spanish-American respondents with respect to members of the
Spanish-American community. Respondents felt that thils initial
mistrust by Blacks could be overcome by fair, consistent, and

understanding treatment of' Blacks by minority officers. A num-

_ ber of respondents stated that they worked with both Black snd

White officers who were very wellvacceptéd by Black‘citizens.
Some respondents expressed tne opinion that’Blacks'are very
quick to distinguish between sincerity and trustworthiness.

The importance of approoriate selection of officers to
serve in minority communities was frequently emphasized. These

respondents believed that first consideration should be given

‘ to the persomnal characteristics and capabilities of thne officer,

whether he 1s Black or White; supervisors sticuld be tuned in in
order to place officers where they can serve the best.
Spanish-American community members, according to Spanish—

American officers, were very receptive to Spanish-American
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officers being assigned to their community. The opinion weas
expressed that they preferred a Spanish/American officer at
activities such as dances. It was emphasized thab‘such an
officer could speak to them in Spanish. Also, tnat they
believed they w$u1d~be dealt with less harshly by a Spanish-
smerican officer.

The point was emphasized that minorities, although ot
non-fnglish speaking, may be non-English conversant. A minor-
ity officer wmay be of Eénefit to the minority community in
enhancing mutual understanding, thus enabling théhﬁinority
person to understand their rights, and also to explain to them
now the system works and why there is a need for an officer to
take certain action., This helps to insure due process.

‘In addition to knowing the language of wminorities, they

‘would know many wmetmbers of the Black community, would be able

to go places a White offlcer could not ge to obtain needed_
information. |

Tne consensus of respondents was that the public, Both
Wnltes and minorities, did respect thé_authority of minority
law enforcement officeré. -

An opinicn was expressed that minority persons who are
under scrutiny by the police would feel more secure if a uinor-
ity officer was présent,,especia11y if the officer Conveys the
feeling that he is a true law enforcement officer who will see

that his responsibilities are carried out, but who will also

~teake the person's worth into account and would not treat the

person as & notuing.
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Attitudes of Mino;ity Persons Toward
Law Enforcement

Necessity. Without excention respondents belleved in
thie necessity of a law enfofcement systém. They alsa belleved
in the need for changes in tue enlorcement ol the law witnin
the minority community. Opinions were expressed tnat, although
tne minority community is probably the most heavlly'patroled,
there is less apprehension and less protection‘aga}nét being
“ripped offh, Respondents see a need for improved pfotection.
some expressed tine reluctance of minority citizens to become
involved, which hampers apprehension. Reasons proposed for
not getting involved were fear of harassment and a feeling
that notning would or could be done anyway. one respondent
nesitated to get involved for fear of retaliatidn an her [am-
ily. One resident of the minority community stated that many
of ner neighbors had been "rinped off"; she had not, becausa
of bars on her windows. Another reported belap "ripped off"
three times while living in tile minority section of another
cémmunity. ‘There seems to be‘little doubt that respoundents, and

this probably reflects the attitude of tune majority of minority

citizens, would welcome increased apprehension and protection.

Despite slowness in recruiting, there appears to be a
recognition by respondents, again T believe without exception,
that wminority persons need to become law enfurcement officers.

There would appear to be ccnsiderable suciort from many persons
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in minority communibieé to enccurage minority‘recruitment and
betﬁer law enforcement. This appears to be true in spite of
‘the existence of negative attitudes (r;fer~to earlier report
on study of attiﬁuaes) toward law enforcement officers. The
negative attitudes seem to be assoclated more with perceived
and observed treatment of wminorities by law enforcement officers
rather than opposition to a law enforcement system.

Respondents believed that officers should follow proce=-
dures in dealing with disturbances in minority communities just

as they would iIn bther sections of the city. They expressed

opinions thatVappropriate punishments snould be‘administereg.

Influence of past experiences witn officers. The presence

of hostility because of bad experiences was mehtioned frequéntly
by respondents. Oﬁe respoundent felt that minorities nad to
overcome these hostilities. One parent reported'the negative
attitude developed by her son as a result of observing unneces-
sary roughness displayed by an officer. Another reported
‘excessive and undeserved treatment of his wife, (arh bent back
and taken to jail), |

 One respondent, who grew up within a large inner city
3lack population in anotherkcity; stated thab he coﬁld notk
remember one'positive experience‘with4the polidé. He found i1t
difficultAfor him to be objective‘and‘hé found it{nedéssary to
coﬁ%rol pent-up rage resulting fromkpast bad_experiences. He
stated that as he grEW'older; had an occupation, and learned how
‘to talk the 1anguage,'t&e police would back off, but they would
not if the Biack was a'laborer and could:not communicate'Well‘,k

¥
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Another reported that ia the deep South, law enforce-
ment had been very oppressive, a feelihg of distrust developed,
that is carried on. Some of the regpondent's [riends, who
noved to Des Moines from the South, nad some real negative
experiences that have remained with them.

Respondents do not appreciate sbereotyping of Blacks.
They reported situations where respectable citizens had been
unnecessarily harassed by officers. One respoédent did not
appreciate a comment made to her by an officer following a
traffic violation. This comment was "at 1e§st I met one decent

Black person;"

some respondents were critical of patrol cars at resi-

“aences because of the attention drawn.  They preferred that an

unmarked car with piain clothes'offiéérs be used whenever
possible; |

Another réspondent was critical of excessive shows of
force within the Black community; unlesé necessitated by cir-
cumstances, he felt it should be avoided.

Respondentsrbelieved that harassment by_law enforcehent
officers of minority personsvwas much more prevaient‘in previous

years. They expressed the opinion that harassment Incidents

‘_q§velsubsided, and ail‘of the respondents'felt that the attituae

of officéra‘toWard minorities has improved. In addition to those
discussed earlier, other incidents viewed as haréssment were:
stopping Black youths saying they look like somebody the police

have beenvlobking fdr; even'when‘the'carS'do'not fit the descrip-

*:tiqn; stopping and Quéstioning of Black males‘When they are

‘accompanied Py - & White'female;kstopping Blacks when they are in
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aregas of tne city other tuan tne inner city ared; anotner
roporting subtle nanaling of jyoutn, using e methed which he did
nol sspctlon; snother rewortbted suvlngito buy o new car and being

stopped three times and questioned--he felt the officers were

‘wondering how he could afford a new car without some illegal

income; reports of officers beating up Blacks; and drawing of
unnecessary abttention by having too many police cars appear when
a Black is stopped.

The feeling still lingers that minority citizens do not
get a fair shake when confronted by an officer.

A number of minority orficers and minority employees
ol the department [elt that fhings look different from the
inside thag théy'do on the outside. Even though recognizing
that harasgsment has occurred, they'also recognized that what
some minority citizens view éo haraSSmont was, in fact, effec=~
tive law enforcement'pfactioes. Some also felt excessive mea-
sures takén by polico officersowere necessary because of

excessive roughness by minorities causing the disturbance.

Response'to complaints. Again. the opinion amongst Black

citizens wno were intérviéwed1was that it would be of little use
to register complaints regarding harassments. The feeling seems
to prevail thét registering complaints is a long process and
witnout beneflt since no action is taken witn the officers.

Dna?e 13 no sense ln g01ng tmrough the process."

Kvaluation of ,present service. Black respondents, who

were not officers, were critical of law enforcement services

- the Juvenlle Bureau was not followed up on at least the Bureau
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providea to the minority commnity. As previously mentioned,

they belleved there was a definite need to inciease apprehension
of' criminals and to provide better protection. wome were
critical of slowness in responding bto requests for assistance,
comparing this with the speedy responses when a group of Black
youths are seen standing somewhere.

One parent stated that her request for dsslstance from

never acknowledged her request. This pertained to an incident
Qnere an older youth slapped some children,

The feeling seemed to prevaill that police officers are
not there to be of asslistance to them,

The Black employees of the H.E.L. P. propran reoorted

that places of business in the Black community were apprecla-

tive of their presence in toe community.‘ They felt the

offlcer in plain clothes and an unmarked car was helpful in

crime prevention and apprehension. - ﬁ
Romedy."Respondents offefed many remedies for improv-

ing the attitudes of mihority citizens, Somo of these have

been discassed,in other sections of this report, such as a "store

front" operation where the officer has direct feedback to the

Chnief of Police. Thnis would insure that complaints can be

quickly brought to,the attention of the Cnief and could result
in some actlon, when justlfieo, taken with the officer.
Grass roots contact by officers with minority citizens

was frequently supported. Other suggestlons along this line
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includged involvement of officers in recreational activities
ang sthleties within the communlty,

‘he H.E.L.P. program concept wa; strongly supported, not
only by #lacks employed by tne orogram, but also by wminority
of'ficers, and minority citizens nhaving knowledge of the program.
"here were some suggestions of'fered for the imorovement of this
kgrcgram. One suggestion pertained to establishing clear identi-
fication of wno tney are, what thelr purposes are, sna tone
extent of their autuority; some respondents felt the original
intent and purﬁbﬁe of tne program had been changed and that
tners suould be more time spent on public relations efforts.

one respondent encouraged a greater use of "ecitations"
with minority cltizens, allowling them to appear at a later
date rather than arrest them for mlnor offenses.

some regpondents suggested.orientatioa'courses for
of(icers, to acquaint them with the entire minority community.

Lome felt that officers are inclined to developknegative views

becauss of axgosure to only & certain element of the

tinority community. Oune respondent felt it worked both ways

ﬂnﬂ'ﬁnab 1t wbuld be helpful for minority citizens to riae in

ganrml CAY'S.

Others relt efforts s.ould be directed toward strongly
encouraging minorlty persons to become involved in 1aw enforce-
ment acbivities, either directly througan employment or
inuiraahly tnraugh service on cammittees.» ‘ V |

ALY reS\anaentS appeared to believe tnat it is necessary

to Work frcm~the inside tQ make needed ch&nbes.

- tioned, respondents felt that the attituce of officers toward
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None expressed a preference for demonstrations by
minority citizens and two specif'ically stated thnat they were
opposed to them because of negative effects.
Some remedles are self—evident,‘such as a concerted
ef'fort toward avoiding nerassment and towérd equal, consistent,

and fair treatment of minority citlzens., As previcusly men-

minority citizens had improvea. 0One respondent felt thét
narassments were centered in only a few officers and suggested,
whict was also suggested by wmost of the respondents, that care-
ful consideration be given to assignment of officers to minor-
ity communities.

Respondents strongly supported the Police-bcrool Lialson
program, Some &£lso f'elt tne cadets working in the schools

snoweu considerable promise.

Attitudinél barriers to recruitment. It was frequently
mentioned that law enforcement was never loéked upon by wminor-
ities as 1 respectéble position. ‘Now that opportunities are
évailable, the attitude still lingers on and interferes with
recruitment.' Otaers éxpressed»éimilar attitudes; such'as,
tnere is a lack of'belief in law enforceméht, thatylaﬁ {s not

reallyyfor you anyway, so to submlt yourself to become an

,oiflcer, you WOuld be re jected.

Peer group pressure was mentioned most frequently and

emphasized most strongly as beln& a barrler to minorlty

recruitment

Racial pride was mentioned as constituting a barrier;

~minorities had Seen~so much unfair treatment thut they decided
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law enioresment careers were not for them.

pnanges in ﬁttitu&eﬁ. 'nere uppesred to be unanlmous
wgreement tnat aminorlty attituoes toward law enforcement was
Lnpreving. wchool administrators and counselors recognized an
tmproved sttitude toward authority and toward the necessity of
Lig ﬁ&éd for law and order.. scnool personnel see less hogtil-
Ly &ﬁu a mallowing of attltuaes.

Harassment of {inority Officers by
Hesidents of tne Communlty

Ihe opinion expressed by some respondents that minoricy
6 tlesrs would be subjected to harassment by community residents
muy have been overestimated.

The .panish-American oificers stated that they had not
veen subjected bc harassment by community residents.

A former Black officer tanat had served for many years
en Lue department stated that he nad not been subjected to such
narassment. Phere was no negetive reaction from close friends.
Anotlier who alse had beeu an officer for a number of years
ragorted being respected within tne Black communlty and being
able to valk gmang Black citizens during disturbances when
sbuses were belnyg directed abt obtner cfficera.‘ Another alsc
resoried belng able to enter the Black community and find out
tufnys that %nitﬁ ﬁffiaars Qeuld be unable to find out. Two.
pificers reported coming from the aouﬁhe&st~side where thef

pttituds of the b@mm&nity‘was favorable.

LY

Althougn the evalustor failed to ask tne question in
some intervisws, none of the former otfficers spoke of belng
harassed by minority community members wnlle they served ag
oifficers.

One B3lack officer reportea tnat ne thought he and his
2irl in school might get abuse from his neighborhood; however,
fte indicated everytning worked out satisfactorily. Another has

lived within the Black community without any serious incidents

" of narassment. Another reported that when you put on your uni=-

form you find out who your friends and your assoclates are; he
reported that your friends stick with you.

The minority cadets reported that their close friends
reacted favorably to their becoming cadets and reported no
inciaents of harassment.

With resoect to harassment wnile on patrol, one Black
officer commented that he encountered no hostile attitude,
except for the 10 percent on elther side that would give any
police officer a hard time. Another commented that there may
be a lot more Blacks than Whites that are disrespectiul of
Black officers, but the Blacks thét are not having problems
nave & great deal of respect. He reported being threatened
while on the job but has never had anybody carry out the

threats and later was able to sit down and talk to them.
Interest in Becoming 0fficers

Present interest. ®inority officers, cadebs, and

employees of the depsrtment tended to revort increased
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lnLerest expresged by minorities in becoming oftf'icers. They
slated that minorlty persons were reque?ting infformation
regarding becoming officers.

Minority respondents who were not connected with the
department Were<not aware of increased interest.

| senool employees who were interviewed were not aware of

any increase in interest, with the exception of Tech High
school wrere a law enforcement class was offered. .

Although not opposed vo their children or other youths
becoming officers; most respondents, other than present and
former officers, apparently did not actively promote or encour-
age minority citizens to become officers. It is suspected that
tols is typical of the majority of the Black community.

some respondents felt that the involvement of Blacks in
the H.E.L.P. program had stimulated interest of other Blacks,
It was algo felt that the recent addition of more minority
cadets and officers also had stimulated increased interest.

some respondents recognized that aS‘seif4wortb.increases
minorities become more interested in the protection afforded by

law enforcement.

Hemedy. . Suggestions for increasing‘minority interest
in becoming officers follows; Expose children eariykin their
scnool career to law enforcement officers and the behefits’of
effective law enforcement. ‘ |

kAQVertise;the %§V?nbages'and'benefits‘of a law énforce-
maﬁbkcéreer.;‘ﬁxpéée youtb early‘to;léw enforceménﬁ through

¢ programs such as Explorer Bcouts and riding in a pagrol car.

be placed on. a higher plane, not just a job, but a desirable

.

. L3

Develop training programs Ifor youtn such as cadets,'or i
programs in comnectlon with nlgh schools and area colleges.
The Law Enforcement clasg was strongly supported. k : f

Since one respondent who works with minority youth
stated that he had not mentioned law enforcement careers, it
would follow that stimulating the interest of minority persons
who work with youth ﬁight serve to promote inte?est..

Most seemed tb believe that there is a need for a con-
centrated educational program to change attitudes and to promote
interest. bSome suggested that this program emphasize the need
for minority officers and the need to get involved in order to
cuange proceduféS'with wnich tney do not agree. Benefits, such

as educational opportunities, were felt to be very helpful in

.

stimulating interest.

One respondent suggested tnat law enforcement positions

position, not so much with respect to money, but a prestigious

position.
Community Attltudes Toward Minorlties

One respondent stated that, at one time, broad soclety
coula not accept minority persons being in’positions to judge,
arreSt, and control. He felt since minorities have served in
sugh positions,'that society has accepted them as being
capabie;' |

 Another respondent stated that in earlier years socletbty

was resistive to accepting minorities in any Civil Service
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position (po$t office, fire, and police departments). He
f'elt thatv soclety has recently svught Tinorities for these
poaltions. ‘

wome respondents feit that the attituce witnin the Police
Jepartment is & reflection of ccocmmunity attitude. As expressed
by one respoundent, the department is a microscopic representa-
tion of the clty, state, and soclety. He proposed that officers
enter with the same prejudices that you find in general socleby.
These resyondents are of tne opinion that prejudicial attitudes
still exist witﬁin the community and state, One respondent
cltea as evidence of this, the present opposition by community
and sbute leaders to busing of minorities in order to achieve
integration in the -schools,

Phese respondents appeared to be emphasizing the impor-
tance of a need for continued lmprovement in soclety's attitudes
tdw&rd minorities; thus, improving acceptance of minorities as

oificers by botn police department personnel and citizens.
ManpowWer Resources

Respondents agreed that manpoWer resources in Pes soines
are limited, Those expressing tnls opinion included high school
counselors, law enforcement officers, and minority citizens.

One officer proposed that manpower resources would not be
limite& if recraitment efforts were extended to other cities,
both in Towa aud in the United States. It was suggested that
such recrultment éffoyt&'might produce a sutficient number of

gualilied miﬁarity gp9iicants.

o | . 45
Respondents felt the following factors contributed to

limited manpower: (1) the existence of many employment oppor-
tunitlies, which are viewed by minorities az more aopealing,
advantageous, prestiglous, anc financially beneficisl; (2)
minorities tnat are qualified and that possess posltive attl-
tudes toward law enforéemcnt usually aspire toward professionsal
careers other thah law enforcement; (3) school counselors

1)

observéd that minorities, rsther than follow a anormal distribu-

“tiom, tend to fall into two groups, one group including very cap-

able college aspiring students, and the other group including low
academic functibning students. srom their observations they
ventured the opinioh tnat the former group tended to be receptlve
toward law enforcement, while many students in the latter group
Jossessed negative attitudes. They felt that there are few
miﬁority students that fall into a minole group, walch is the
;roup,from,which prospective candidates are most likely to be
recrulted. (One counselor obgerved that the former group
adjusted well in school, identified themselves with the sntire
studént body, and enjoyed companionship witn Whites; wihile the
latter group tenaed to identify primarily witn Blaéks); (L) =
general lack of interest in becoming officers; and (5) man-

power resources are limited because a partlcular type of person

‘is needed to be a successful officer, the number of persons

possessing the right combination of interests, personsal traits,

attitudes, feslings, et cetera, may be limited.
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Ons respsndant’felt thaet tne manpower pool may not
{ncrease drastically until turee things happen, the wmore
appealing and advantageous positions a;e filled, the educa-
tional level of more wminorities is increased, and the negative
attituves are alleviated.

Two respondents specifically mentioned that manpower
resources might increase as the level of sophlstication of law
enfércaﬁenb increased. Formerly, miﬁcritles who achieved a col-
lege sducation would look to a career, such as teaching, in order

to use their education; now tney can use“it iﬁ 1aw enforcement.

contacts with juveniles, (3) increase minority recrultwment, and

e SR

B e

CHAPLIER [V
SUMMATTON

rhis is the final of three reports presenting the
results of an evaluation of the Police-Cadet Juvenile Lialson
Project. Briefly stated; project goals were to (1) assist the %

present police-school liaison program, (2) increase Cadet

(L) identify deterrents to minority recruitment and retention.
This report presents results of an evaluation of the latter
two goals., |

| Incidence data regarding minority abplications were
obtainéd from the Personnel Depsrtment. Date regarding
deterring factors were obtained through interviews with past

and present minority officers, minority community leaders and

citizens,'and'school personnel.

Incidence data indicate that the number of minority
officers has cqnsistently remained low, with‘approximaﬁely five
officers at any one time. Recently, minority officers with a

number of years of experience dropoed to two, a Eieutenént and

& Sergéant. The addition of [ive minority male officers within

the past two years has increased the total number of Black and

spanish-American officers to,séven. ~In addition; two Black

 civilian employees, ‘a dispatcher and a member of the Personnel

Department who supervises the Cadets, are employed in law

L




L8
gnforcement careers. Three Black clvilians are employed, '
part time, by the H,E.L.P. program and work with a patrol
ol ficer in the minority community. Twoimale and two female
Blasks are presently employed és Cadets. Although incidence
is still low, the number of newly employed minority officers
nas increased within the past three years.

Presently the Police Department welcomes minority appli-
cants and has recently intensified recruitment efforts. Such
intensification has resulted in increasing.the number of minor-
ity olficers, but primarily through recruiting minority persons
Llrst as Cadets. The efforts to recrult minorities for the
February, 1975, academy resulted in only two minority applicants
in addition to the three minorityrépplicants who had been Cadets;
and, as far g could be determined, no other minority person
contacted the Personnel office to inquire about a position.

. Efforts to recruit Cadets, just prior to July 8, 197L,
produced better results than efforts to recruit patrol officers,.
TWwenbty~-slx percent of the Cadet applicants were minority per-
sonsa. Reapanssg of minority~persods 8tlll appeared minimal,
and it appeared necessary to seek out qualified Black males
and interview them personally in order to obtain applications.

Interview respouses suggesty that further,intensifica;
tion of recruitment efforts is needed within the minority
cnmwuﬂity,twihhin the high schools with special efforts to
involve counselors, and within cities other than Des Moines.
In genseral, minority'qcmpunity membérs and high school

counselors were not aware of expanded efforts to recruit

- . L
minority persons. Except for Tecn High School pérsonnel, snd
one minority junior high school staff member, none of hhe‘other
school personnel interviewed expressed awareness. No applica~
tlons were received from minority persons living outside of
Des Moines.

Present and former law enforcement officers were aware
of the willingness to recruit minorities. Their con@acts with
other minorities certainly represents an imporéant«and influen-
tial‘factor in recruitment,

Results forthcoming from extension of recrultment
efforts to other cities is unknown, some respondents felt that
this would yield many minority applicants.

There was considerable evidence to suggest that an
intensification of,redﬁuitment efforts within the city s5ill
might not yield a sufficient numbervqf apblicants.‘ There |

appears to exist many factors which would act as deterrents to

“minority persons applying, even if they were aware of ‘bhe

opportunity.

| - Peer grQup_pressure’was mentioned most frequently and
emphasized most $tfong1y by respondents as a deterrent to the
recruitment of Blécks. Respondents felt that other attitudinal
barriers sxisted. ;Réciai'pride was”mentioned, since law
enforcement careers were not looked upon by @inorities as
respectable positions. AlsQ;,minorities had seen SoﬂmuCh_unfair
freatmént that such caresrs wéré‘not for them.

Certain beliefs held by minority persons appear to act

~as deterrents. ‘Some expressed beliefs were that: it is
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difficult for minority officers to receive promotions; selec-
tion standards are prejudicisl and/or cfiminal records, poor
financinl status, undetected crimes, and other background experi-
grices would eliminate many minorities; minority officers would
be naresssed by bdthAminority community members and by members of
the’Poliea Department; minority officers'! assignments differed;

-and minoritles were not welcome. They felt these belief's per-
slsted even when not correct.

There were factors other than sttitudinal beliefs that
appesred to act4as deterrents. Limited manpower resources may
be a primary deterreat within the city. Reépondents suggested
tnat limited manpoWer resulted from: the existence of many

(more appealing and more advantageous) employment opportunities;

the luck of Interest among qualified minorities because of aspira-

tlon for other professional careers; the need for an incresse in
educational competenCies of many minorities; and thé fact that a
pergon must posysess the right combination of personal character-
Lstics in order to be é'successful officer.

Respoﬁdemts did not view attitudinal belief's of Spanish/
Mexican-Americans as a major deterrent to recrultment. (Indica-
tions were thet a favdrable attitude existed.) Instead, |
respondents suggested the following deterring factors: height
requirements, limited educational béckgrouud, lack of knowledge

33

ol' opportunities, low aspirations and interest, aund the.possibil~

ity thet commuuity leaders from thls minority group may not be in
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touch with the rank and file, thus recruitment efforts directed
through them may not be effective. |

Respondents felt that both nationwlde and local happen-

ings contributed to negative attitudes toward law enforcement.

Incidents of prejudicial and harsh treatment of minoritles were
clited. Numerous incidents were cited that were viewed as har-
assments of uminority persons by local law enforcemen? office?s.

‘Interview responses suggest the existence of other
conditidﬁs, in addition to intensification of recruitment
efforts, which are favorhble for the employment of more minor-
ity law enforcement officers. |

Respondents who were knowledgeable of current selection
étandards and‘application procédures felt that they did not
intentiohally diseriminate against the hiring of minority
persons. The opinion was also expréssedkthat selection stan-

dards are resulting in well-qualified personnel. The height

reQuiremenp was mentioned as prohlbiting otherwise qualified

‘Sp&niSh/Mexican-Ameriqans from becoming officers. The poly-~
graph test and the oral interview were mentioned as possible

deterrents to Blagks, because of the greater likelihood thab

~ their environment contributed to involvement in undetected

crimes, ;

‘Opinions re%grding'promotions'of minority officers
varied. . some,respahdents'stillﬁare;of°fhe opinion that it is
difficult for minority afficers uo‘move into higher;administra?
tiﬁe positions. Other respondents felt that preSént‘minority
patrgl,officars have an&eXcelianﬁ4§pp§rtunity to be promoted

i

it e e
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to sergeants when they have served long enough to become
sligible. |

None of the present minorlty patrolmen expressed con-
cerrn over lneguities with respect to agsigoments. A number
of the respondentskexpressed thie need f'or minority officers,
sspecially those with rank, to be glven assignments that
agsured oonsiderable visibility and exposure within the minor-
ity community.

The oplnions expressed by some respondents that minor-
ity otficers &ould be subjected to harassment by community -
residents may have been overestimated. None of the former or
present officers related incidents that they viewed as major
harassments.

School personnel have noticed increased respect shown
by minority persons toward authority énd»increased recogniti7n

by them of the need for law and order,

Regpondents belleve that harassment of minority persons

by local law enforcement officers has decreased. Present minor-

ity patrolmen did not éxpress concern over prejudicial attitudes

of or unfair treatment by other officers, although other
regspondents belleve prejudicial attitudes stili exist within
some members of the Department, |

Ramedie§ directed toward increasihg‘minority recruit-
“m&nt and bettering pollce—mlnorlty communlty relations were
_suggested by xespondents.’

Provmding oppartunltles for mmnormties to view law
enforcement from the inside was a frequently suggested avenue

f~for minarity persons to entex 1aw enforcemeat careers.

53

Programs such as H.E.L.P., Cadet, Law Enforcement classes; and

~

Explorer Scouts weré strongly supported by respondents.

Visibllity of minority offlcers, especlally those with
rank, witnin the minority community wae strongly recommendéd.

Regpondents suggested the need for a conceuntrated educa-
tional program, at all gréde levels within the schools to further
the understanding of law enforcement and tokacquaint students with
the advantages of law enforcement careers, The‘prpyiéing of
Cadet services to the schools was felt to show considerable
pronise as a gqod educational and recruitment program.

Grass roots contact by minority officers with minoriﬁy
citizens was frequently supported as a means of bettering police-~
minority community relations. The assignment of a minority
officer, originally from the area, as a public relations officer
in the minority community was recommended. It was felt that
this of'ficern should be visible in the community, easily access-
ible, trusted, and réspected on both sides; and, as his primary
functions he should éarry on activities which: leads to better
community understanding of law enforcement, helps persons to
understand thelr rights, and permits persons to express
coﬁplaints‘ It was suggested that this officer have direct
feedback to‘the Chief of Police. -

The H.E,L.P. program was considered by respondents‘as

a worthwhile program in improving relations between police and

the minority community.



APPENDIX A

QUESTIONNAIRE REGARDING RECRUITMENT PROCEDURES:
OPINIONS OF MINORITY PERSONS SEEKING TO BECOME LAW ENFORCEMENT OFFICERS
WITH THE DES MOINES POLICE DEPARTMENT :

! Ei A. How did you learn about the Palice Department's plans to hire more law

“. enforcement officers?
i
B

(1) Police recruiting teams

(2) Des Moines Register or Tribune

(3) Bystander

(4) A teacher, counselor, or advisor. Was he or she a minority person?

i,

(5) Friend who is a law enforcement officer

'g (6) Family member who is a law enforcement officer

————

(7) Friend or family member who is employed by the City of Des Moines

3
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(8) Radio station announcement ( ‘ )
which one

(9) A minorltj person who is a community leader

VT,

(10) TV station announcement ( )
which one

(11) A community agency ( ‘ )
which one

(12) Public Tibrary
(13) A friend

oo}

(14) A member of my family
(15) Other

, . P
. - Pt "

it ik ok ot o5 A e oo
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i

(please specify)

ol

B

i
PR,

B. Which of the following aspects of police work most interested you in becoming a
law enforcement officer? (Please indicate the top three things of appeal to you
by placing a “1" before your first choice, a "2" before your second, and a "3"
before the third most attractive aspect to you).

w!

) i ]
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i

s

[

(1) the pay

ar
RS

(2) the job security

P ]

(3) the fringe benef1ts of the JOb (for example: retirement benefits,
holiday pay, sick leave, etc ‘




(4) the prestige and respect that comes from being a law enforcement E. How did you best friend react to your plans to be a law enforcement officer?

officer ,
|

i (5) the feeling that comes from helping people
. : i

(1) Strongly encourage me

(2) Encouraged me

—————

] o ‘ ke decisions f
(6) the chance to make your own dec (3) Neither encouraged or discouraged me
__(7) the variety in the work (4) Discouraged me
: « in Jaw and order FEY b ~
. (8) the opportunity to help maintain la (5) Strongly discouraged me
(9) the job security .
(10) 1t would please my family F. How did your family react to your plans to be a law enforcement officer?
(11) other (1) Most of them strongly encouraged me -

lease specit
(pTease specity) (2) Most of them encouraged me

D,

C. What did your wife/ﬂhsband (if unmarried, the member(s) of your family to whom

(3) Most of them neither encouraged or discouraged me
you feel closest) think of: ,

(4) Most of them discouraged me

a) your being a Taw enforcement officer? (5) Most of them strongly discouraged me

(1) that it 1s a good job for you

b st

2) that it is not a good job for you

B

G. After visiting with a member of the Personnel Office of the Des Moines Police
Department, how did you feel about becoming a law enforcement officer? :

(3) no strong feelings either way

B

; (1) I had more interest
1 (4) other

Tplease specify) (2) My interest stayed the same

b) law enforcement officers in general? (3) I had less interest

1) that being a policeman is a good job

—

If 1 or 3 were checked, please explain why your interest was increased or why
it was decreased.

(2) that being a policeman is not a good job

frr—————

~{3) no strong feelings either way

(4) other

PR

{pTease specify)

D. How did your‘friends react to your plans to be a law enforcement officer?
(1) Most of them strong1y‘en60uraged‘me
. (2) Most of them encouraged me

_(3) Most of them neither-encouraged or discouraged me

~[4) Most of them discouraged me

f - - (S) Most of them strongly distoqraged‘me
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H. ANSWER IF YOU KNOW A MINORITY PERSON WHO IS A LAW ENFORCEMENT OFFICER
What is his/her position?
Who 1s she/he employed by? {
How well do you know this person? Please check one:
1. Aclose friend
2. A friend
3. A casual acquaintance
4, A velative, please specify how related
Did this person influence you to seek to become a law enforcement officer?
Yes No ks
How did he/she influence you?
I.  ANSWER ONLY IF YOU HAVE HAD CONTACT WITH A MINORITY PERSON WHO WAS A LAW
‘ ENFORCEMENT OFFICER (other than acquaintances and relatives)
Describe the type of contact (speech, interview, you observed a disturbance,
traffic ticket, etc.): :
Check the statement below that best describes the effect this contact had
on you.
(1) Exerted a positive influence on my seeking to become a law enforce-
o ment officer.
(2) Exerted a negative influence on my seeking to become a law enforce-
T ment officer, |
(3) Exerted no influence either way.
Comments:

ANSWER IF APPLICATION FORM WAS NOT FILLED OUT

Which of the following things made you decide not to complete the application
form (please indicate your top three reasons by placing a "“1" before the most
important reason to you, a "2" before the second most important to you, and a
"3" before your third most important reason.

(1) Wish to remain in present position
(2) Have accepted another position
(3) Police do not have necessary authority, respect, etc., from civilians

4) Dealing with the public too difficult

(
(58) Salary of law enforcement officers is too Tow

6) Don't have high school diploma or equivalent

(

7) The job of a law enforcement officer is too dangerous

(

(8) Had to work

(9) Wish to continue education
(10)  Didn't receive notification
(11) Forgot about it

(12) Personal 1llness or illness in family

(13) Thought the wr{tten,examination would be very difficult to pass
(14) Thought'the medical examination would be too difficult to pass
15) Don't have driver's license |

_

(16) Didn't want to fi11 out the application form (

)

“tell the reason why

(17) Family, spouse, and/or friends opposed my becoming a law enforcement
| officer

(18) Other

(pTease specify)



ASMER OKLY IF APPLICATION FORM WAS FILLED OUT
AND THE WRITTEN EXAM WAS NOT COMPLETED o | |
| R ANSWER ONLY TF EXAMINATION PROCEDURES WERE COMPLETED

L. You have completed all or part of the examination procedures (written,
physical, physical agility, etc.) to become a law enforcement officer.
Do you feel there exists anything within these procedures that would be
a deterrent to minority persons becoming law enforcement officers?

K. Which of the following things made you decide not to take the written exam-
{nation (plesse {ndicate your top three reasons by placing a "1" before the
most important resson to you, a "2“ before the second most important to you,
and & "3" before your third most {mportant reason,

{1} Wish to remain {n prasent position

{2} Have accepted another position

RIS

(3} Police do not have necessary authority, respect, etc., from civilians

SRR BRI

(1) Yes No Not sure

'If you answered yes, please describe after the appropriate heading what
you feel is the detarrent. ‘

(2) Written exam:

(4} Dealing with tﬁe public too difficult

R i

(5) Salary of law enforcement officers 1s too Tow

AR PR

(3) Physiéal exam:

P ]

% {6} Don't have high school diploma or‘éqU1Va1e"t

(7} The job of a Taw enforcement officer is too dangerous

, (4) Physipa1 agility exam:
(8) Had to work ‘ T

e t9) Wish to continue education

(5) Oral interview:_

{10) Didn't recejve nntificatiqn

AR Lo

@Mmmfil) Forgot about 1t

(6) Polygraph test:

(12) Personal 11lness ar 111ness in family

£13) Thought the written exam would be very difficult to pass
{14} Thought the medical exam would be too difficult to pass

(15} Don't have driver's license

{16} ramily, spouse, and/or friends opposed my becoming a law enforcement
"""" afficer '

{37) Other

“ {please spedify)




TO BE ANSWERED BY ALL RESPONDENTS
#, On you intend to apply for the next exam for law enforcement officer?
{1} Yes

R ' }

oty e

N, {a} There are only & few minority persons who are law enforcement officers
with the Des Moines Police Department., What do you feel is the most
important reason why more minority persons are not law enforcement
officers with the Police Department?

{b} Please Tist below other reasons why, Mark a "2" in front of the second
most important reason.

f. Please make any other comments or suggestions that you feel would be of help

to the evaluator in his attempt to determine the barriers to minority recruitment.

7 (ks f I
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