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< Cresap, MoCormio~( and Paget Inc. 

Management Consultsnts 

1776 K STReeT. N,W .. WASHINGTON. D.C. a0006 • Telephone: (aOa) 8:3:3-8:350 • Cabla: Pubmlncon Waahlngton. D.C. 

The Honorable Mayor 
and COlnmon Council 

City of Kenosha 
Kenosha, Wisconsin 53140 

Gentlemen: 

Weshlngton • New York. Chic ego • San Franolsco 
L.ondon • Melbourne. Sao Paulo 

January 21, 1976 

Weare pleased to transmit herewith the final report of a comprehensive 
management study of the Kenosha Police Department. This report outlines 
the objectives of the study and analytical methods used in its performance; 
provides background information; presents observations and conclusions; 
and furnishes recommendations for improvement action. A schedule for 
phased implenlentation of these recommendations is then presented in a 
Management Improvement Plan which pinpoints implementation responsibilities 
and timing, and provides a mechanism by which implementation progress can 
be evaluated. 

This report parallels the Executive Digest of the study presented to the 
City in Noven'1ber, 1975, incorporating much of the Digest's wording directly. 
It also presents the facts, rationale and data on which the conclusions and 
recommendations of that Digest were based. 

The City of l{enosha and its police force face a series of difficult choices 
in the months ahead. The results of this study indicate that bold and decisive 
action by the City is sorely required if the Kenosha Police Department is to 
be revitalized so as to overcomf' its present internal limitations and a weak 
performance record. Such action is a prerequisite to the Department's 
provision of an acceptable level of service s for the citizens of Kenosha, and 
to the maintenance of a profes sional working enviromnent for Department 
employees. 

This report has been prepared to highlight the need for such action, and 
to channel revitalization efforts in a positive way. We beHeve that the action 
of the City last November to budget funds for implementation of this study 
during 1976 establishes a most favorable basis for achieving this obj ective. 
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The Mayor and Common Council 
City of Kenosha 

". '" ." ',- l " 
" 

-2-

." '" 

January 21, 1976 

Il has been a pleasure to work with Inembers of the CiLy government 
and tho police force, as well as others with whOln we have ('ome in contact 
duri.ng the cou:rse of this analysis. Following your review of this report, 
Wl' would be pleased to respond to any questions that may arise, 

Very truly yours, 

Cresap, McCormick and Paget Int', 
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This report presents the results of a comprehensive management study 
of the Kenosha, Wisconsin, Police Department. Observations on all facets 
of the Department's operations and functions are presented, oppo.rtunities 
for hnprovement are specified, and recomlnendations for improvement 
proposed in all key areas. A sununary of all principal l,"ecommendations 
is presented in a Ma,nagement Improvement Plan, which also sets forth a 
fratnework for their implementation. An overview of this report is presented 
as well, to highlight its major observations and recomm~ndations. 

This introductory chapter briefly summarizes the ba:'Ckground of the 
study, its objectives and scope, and the study methods utilized; and explains 
the arrangement of the balance of the report. 

BACKGROUND 

.. This maJ'lagement analysis was cond'qded at the request of the City 
of Kenosha, in response to growing concerns regarding police opera­
tions in the municipality. 

- In recent years, a rising c :drne rate a.nd growing concerns over 
standards of public safety and security in the CUy have stin1ulated 
an increase of public and official il1terest in the affairs of the 
Kenosha Police Department (KPD). 

- Indeed, periodic controversy had been generated regarding such 
matters as police organization and management, operating pro~ 
cedures and overall performance, and the adequacy of m'uuicipal 
resources allocated for support of the KPD. 

- In response to these conditions, two studies of police service had 
previously been conducted in Kenosha: 

o A 1970 study performed by an outside consulting firm 

o A 1975 survey completed by the City A dministrator and 
othe l' m1..tnicipal staff. 

.. These limited €'fforts had served to sharpen the focus of 
municipal interest in this areas and had re suIted in a few 
improvements, bu't had not yet led to a fully satisfactory 
resolution of principal muniCipal concerns. 
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INTRODUCTION (Conttd) ----~----------

., Therefore, luunicipal officials determined to engage competent and 
objective consultants to conduct a more intensive survey of the KPD . 

., In view of the particular sensitivity oi the study, a particularly 
thorough process was \l.tilized to select the consultants to undertake 
the work. 

- Qualifications and example s of previous work were solicited 
from a broad range of consulting organiza~ions. 

- Following screening, a detailed r~quest for proposals was 
senl to those deemed qualified. 

- Following further screening 1 several firms were invited to 
appear beio:re an oral interview panel - the Mayor I s Police 
Consultant: Selection Committee. 

Many City offic:tals and other intere sted pel'sons took part in 
the selection process, including; 

o The Mayor and City Administrator 

. 
o Members of the Kenosha Common Council 

o Members of the Kenosha Police and Fire Commission 

o The Chief of Police and other members of the Kenosha 
Police Department . 

., The study was supported in part by a grant made available through 
the auspices of the Southeastern Regional Council, Wisconsin Council 
on Criminal Justice, and the Law Enforcement A ssistance Adminis­
tration (LEAA), United States Department of Justice. 

OBJECTIVES 
AND SCOPE 

., The principal objectives of the study were to; 

- Examine the need for police services in the City of Kel10sha 
at the present time, and project these needs for the tOl'cseeable 
future 
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INTR.ODUCTION (Contld~ ----------------... 

- Determine the e:x;tent to whi~h l'esponsibility for policy 
governance and direction of the Police Department has been 
clearly £ixed~ the extent to which the Department's mission has 
been defined and is uniforlnly understood; the degree to which 
objectives and goals haV'e been established in furtherance of 
the n'lissioni and the extent to which the Department's pedol>. 
lnancc is consistent with the expectations set for it and the 
needs of the City as a whole 

- Conduct a thorough analysis of the Department'l s organization~ 
operations and administration, including its line and sta£! 
structure 1 lnanag.ement system., deployrnent and operational 
techniques, leadership, morale, personnel managem~nt, 
cOln:munications, information and records systems, property 
and equipment management, and other pertinent factors 

- Determine, in particular, the specific levels of sworn and 
civilian police n"lanpower required to provide adequate law 
enforcement services in the City 

- Identify opportunities for increasing productivity by use 01 
U'lOdern technology and managenlent procedures; identify 
problem areas and other opportunities for improven~enti and 
develop concrete recommendations to sei~e these opportunities 
and to solve problems that are found 

- Document all study findings, conclusions and recommendations 
in a comprehensive written report, including a step-by-step 
M,anagmnent Improvement Plan indicating what should be done, 
by whOln, when and in what order of priority to achieve the 
hYlprOvements found pos sible - this Plan to be sufficiently 
detailed so as to permit its subsequent use as a framework for 
evaluation of Department progress in. implementing study recom­
mendations 

~ Make oral presentations of the results of the study to elected 
and appointed City officials, members of the Police Department, 
and others who may be designated, to assist in achieving full 
understanding of the results of the study and the implic.ations of 
the recommendations. 
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INTRODUCTION (Contld) -----------------

• The project was intended to be cOlnprel>ensive is scope 1 but focused 
on matters of SUbstantive concern to the City and the Department. 

A s such, H was intended to result in specific, concrete Pl'oposals 
for action. 

METHODS 
OF STUDY 

• A broad range of factJ"!finding and analytical procedures was utilized 
during the study; the most important of the se are noted below. 

• Basic data regarding thE' geogl·aphic, demographic I economic, and 
social cha l'acteristics of the City of Kenosha were reviewed, and past 
and projected trE'nds in these characteristics wcre assessed. 

• Initial and continuing reviews were made of background documents 
and materials pertaining to the conduct of the study. 

- Exhibit I-Ion the following page presents a selected list of 
those used. 

II> Initial and, in many cases, repeated, interviews were held held with: 

... The Mayor of Kenosha 

... The City Adl'nil'listrator 

- Each of the 18 members of the Kenosha Common Council 

.. Each of the :£ive members of the Kenosha Police and l"ire 
Commission 

.. The Chief of Police 

... A preponderant majority of the command-rank officers of the 
KPD (lieutenants, captains, and the Inspector) 

- A broad cross." section of sworn officers and supervisors in all 
l'l:laj or organizational element s of the Depar~ment 
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KENOSHA I WI.SCONSIN 
POLICE DEPARTMENT 

EXHIBlT I-I 
Page 1 of 2 

PAR TIAL LIST OF REFERENCE MATERIALS 
USED DURING THE STUDY 

• KPDAnnualReports l 1969~1974 

• KPD Internal Commm1ications and Docmnents 

Genel'alOrders 
- Written Policy 
~ Proposed Policy 
- Daily Bulletins 
- Days-.Off Schedules 
- Training Manuals and ProgralTIS 

• Machine Reports 

- VCR COTnparisons 
- C rime Pattern, by Grid 
- Slunmary of Calls for Sel'vice 
- Late Call Report 
- Late Complaint Response 
- Return of Offenses Known to Police 
- Stolen Frope rty, by Type and Value 
- T l'affic A rre st and Disposition 

Officer Arrest and Leave Records 
- Monthly A ctivity Report 

Police Overtime Report 
A 1'l'ests, by Type of Offense 

- Tavern Complaints 
Dispatch Reports 

- Parking Tickets 

• City Administration Files 

Annual Budgets 
- Police Officer Activity Files 
~ Grant Applications 

o Team Policing 
o Revision to Team Policing 
o Juvenile Offi(;ers 
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• Study Reports 

Cost Effectiveness Analysis of KPD, 1970 
- KPD Report, City Administrator, 1975 
- County Jail Study, 1974 

41 Labor Contracts 

Current Agreements 
- Proposed Agreements 

A rbitration Judgments 

(I Wisconsin State Statutes 

.. Manual for Police and Fire Commissioners 

EXHIBIT I~l 
Page 2 of 2 

o Wisconsin Law Enforcelnent: Basic Training Curriculum 

CI Wisconsin Crilne Reports 

• Police Standards: National Advisory Commission on Crilninal 
Justice 

• FBI Crime Reports 

• U. S. Bureau of the Census Extracts, 1950-1980 
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----------- INTRODUCTION (Cont'd) ----------------

- Several civilian employees of the Department 

- Other municipal personnel including the City Personnel Director, 
the City Attorney, and representatives of the City Fire Department 

- Representatives of a wide range of agencies and organizations 
which interact with the KPD, including: 

o 

o The Kenosha County Sheriff's Office 

o The Kenosha County District Attorney's Office 

o The Kenosha County Courts 

o The Kenosha Fire Department 

o The Kenosha Unified School District 

o The Southeastern Regional Council, Wisconsin Council 
on C rimillal Justice 

o The Crime Information Bureau of the Wisconsin Department 
of Justice 

o The Narcotics and Dangerous Drugs Bureau of the Wisconsin 
Department of Justice • 

• Certain administrative data, such as personnel statistics, were 
compiled by the staff of the KPD and reviewed • 

• A series of special studies of KPD budgetary support, workload and 
operational performance data was conducted. 

~ Data sources such as those listed in Exhibit I-I were used. 

- In addition, the consultants: 

o Secured comparative activity and police budget data directly 
irOln other, comparable cities in Wisconsin and elsewhere 

o Verified the accuracy of data utilized with the Wisconsin 
C rime Information Bureau 
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• -. 
o Rendered direct technical as sistance to the KPD Records 

Section and the City's data proces sing center in the design 
of new systems to analyze data available in raw form within 
existing KPD files. 

e Direct observation was made of day~to-day Police Department opera" 
tions at headquarters and in the field, on all days of the week and all 
shifts of the daYi and Department facilities an.d equipment were 
inspected. 

• A L the conclusion of this work, initial analysis was completed, conclu­
sions were drawn, and overall recommendations for improvement 
fOl'lnulated. 

- At that time, a general estiInate of the first-year costs of 
implementing study recommendations was conveyed to the 
City, pursuant to the terms of the study proposal. 

- Because the Common Council then had ullder consideration two 
related matters of critical importance ~ the 1976 Police Depart­
ment budget and final review of a major grant to implement the 
team-policing concept in Kenosha - it was requested that a 
special summary of overall study conclusions and recommendations 
be documented for Council review. 

• A ccordingly I an Executive Digest was prepared and conveyed to the 
Mayor and Council in early November I 1975. 

- A t that time I ,this Digest was also presented to the Chief of 
Police, the City Administration, the officers and employees 
of the KPD, and the media. 

• Following the pre sentation, this comprehensive study report and 
Plan of Action was developed. 

ORGANIZATION 
OF THIS REPORT 

It The remainder of this rep'ort is organized into five chapters: 

II - Overview 
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This chapter pl'esents a brief overview of this report, S1Jnlmarizing 
its principal conclusions and recommendations, and noting the stl'engtlis of 
the Department. 

STRENGTHS OF 
TIrE KENOSHA 
POLICE DF;PAR TMENT 

• Although this report is highly critical of the Dnpar~ment, the results 
of the study do indicate the existence of several strengths within. the 
Kenosha police force. 

• Despite gencl'ally low performance levels exhibited by the Department 
as a whole, the accomplishments of several elements of the Kenosha 
Police Department structure stand out, and offel' sh'engths on which 
revitalization of the force can be based; for exarnple; 

- The Inspector of Police has instituted a number of operational 
in1pl'oveme11ts and tightened discipline in those areas in which 
he has been given license to do so by db'ect orders from the 
:tvIayor 

- The Juvenile: Bureau is a well-managed and highly productive 
component of the Department 

.. The Records Section is highly efficienf:. 

1& Moreover, the Department has a number of dedicated and competent 
p1'o£eSSi01'1a1 police officers, who expl'ess a high degree of frustration 
about the present state of affairs in the KPD; and give evidence of the 
capacity to provide exemplary police sel:'vi(~e to Kenosha if a£forded 
the opportunity to do so . 

- Despite the eXistence of an atmosphere within the KPD not 
conducive to such behavior, many Kenosha officers have consis­
tently displayed strong personal and professional discipline, as 
well as repeated dedication to the besl interests of Ute citizens 
of lhe City. 
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OVERVIEW (Cont'd)----------------

PRINCIPAL 
o BSER VA TrONS 

e The deficiencies noted by this report principally conce:t;n a near 
breakdown. in provisiollS for governance of the Department, poor 
operational performance, and a broad range of ma,pagelnenL and 
adlninistrative weaknesses, 

• Overall, the Kenosha -Police Department is, at best, a poorly organized, . 
poorly managed and relatively ineffective police organizatioll, which 
make~ poor use of the resources invested in it by the citizens and 
elected and appointed officials of the City. 

• The Department's top leadership has sought, and in fact largely 
achieved, all unduc degree of manage;.Clent autonOlny, and an untoward 
degree of insulation fron) accountability to r:n.ul1.icipal officials for 
effcctive administration and sound performal1ce of vital police functions. 

- City officials have been unduly hesitant to reestablish suitable 
municipal control, and have responded at times by depriving 
the Deparbnent of needed resources and equipment. 

• Therefore, a schism has developed between the City administration 
and the D,epartment in recent years,that has adversly affected the 
Department's ability to meet the needs of the City. 

- There is every evidence that the elctions of the Department's 
top management have widened i'ather than narl'owed this schism. 

• KPD pedormance levels - as measured in terms of response times 
when officers are sUlnmoned to aid citizens, al,d the solution rate of 
serious crime - cOlupare most unfavorably with those exhibited by 
well-managed police forces elsewhere. 

• The Department's leadership ha.s continually attributed performance 
deficiencies to inadequa.te :resource support by the City, especially 
shortages of SWorn manpower. 

- A s noted in this report, though, the I<enosha Police Department 
is only slightly undermanned. 

- It is, however, greatly'Undel'managed. 

II -2. 
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e Examples of management and administrative weaknesses abound; 
alnong those identified in this report are: 

- A lack of focal points in the organization for coordination an d 
sl,.lpervision of key police functions 

Extensive l.mderutilization of sworn officers, many of whom are 
assigned to clerical or administrative ta.sks which can be performed 
more economically by civilian personnel, or .which are duplicative 

- Failure of the Department to develop formal rules and regulations, 
though direct.ed to do so by the City 

- Near breakdown, at tilnes, of professional discipline and respect 
for the chain of command 

- Ineffectual provisions for internal communication 

.. The virtual absence of effective field supervision of Kenosha 
polic~ officers 

- Inefficient operations: 

o For example, in 1974 the patrol force spent only 36 per cent 
of its time patrolling, while 26 pt!r cent of its time was devoted 
to "office duties" 

o Almost half the patrol force is currently as signed to special 
tasks, leaving few officers available for general service 

o Detectives almost always work in pairs, although one officer 
is usually sufficient for the majority of cases 

- P .romotions appear to be based almost entirely on seniority, a 
particularly inappropriate criteriOll for executive selection 

- The Chief of Police does not effectively participate in labor 
negotiations, although their outcome has had a major impact 
on Department operations 

There has been a sCi'l.rcity of professional management training; 
an ,ai:mosphere exists within the Department which is even inimacal 
to it 
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- Provisions for control and custody of evidence in criminal cases 
are weak 

- Virtually no plans have been developed to address these problems, 
beyond repeated requests for expansion of the Department, and 
formulation of a costly and inappropriate proposal to introduce 
"tealU policing II in Kenosha, principally to secure more manpower, 

CD While the causes of this situation are many and varied, thei:t' wide 
range and broad scope must of neces sity be attributed largely to the 
D epa rtment I stop managelnent - the Chief of Polic e. 

c Interviews with a broad range of City officials and members of the 
KPD indicated pronounced doubt that the Department's incumbent: 
leadership could provide the stimulus and direction necessa.ry to 
accomplish a sorely needed program of upgrading and :revitalization 
of the police force. 

e Such a plan of management improvement, to be successful, will require 
a fresh approach, as well as the application of advanced law enforcement 
leadership, management and training skills. 

• Replacement of present leadership is therefore a necessary prerequisite 
to future betterment ot police service in Kenosha. 

• In the absence of such action, further investment of addil:ional 
resources in the Department is likely to prove unwarranted. 

MAJOR 
RECOMMENDATIONS 

• Provisions for municipal governance of the police force should be 
strengthened in a variety of ways. 

• A new, professionally qualified Chief of Police should be recruited 
and appointed to lead the Kenosha Police Department in a period of 
extensive transition. 

• Near-term priorities should be established to improve KPD response 
time and crlIne-solution performance, and systems should be established 
to monitor such performance. 
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• A wide range of management and administrative improvements should 
be implemented. 

... The Department1s staff structure should be thoroughly reorganized. 

... Civilian personnel should replace sworn officel's in a vadety of 
tasks. 

Field presence should be increased. 

o For example, the number of patrol units actually as signed 
to duty on the streets of the City should be increased by 
17 per cent. 

o The patrol force should be despecialized. 

o Intensive field supervision should be provided at all thnes. 

o Numerous organizational and operational improvements 
should be instituted in the Detective Bureau. 

... The Department1s motor vehicle fleet should be greatly expanded 
to provide cars for the greater number of officers that should 
be assigned to the field. 

... Formal l'ule s, regulations and general orders should be issued 
to govern Departluent officers . 

... A climate of firm, fair, profes sional discipline should be restored. 

... The Chief of Police should participate 'actively in all related labor 
negotiations . 

... Management and professional training should be expanded and 
reemphasized • 

... A lormal promotion system should be devised and set into place. 

• The Department's overall staff strength should be increased from 
175 to 183. 

... The number of civilian personnel should be increased from 24 
to 43. 
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" The number of sworn personnel should be reduced from 151 to 
140. 

- To accomplish this without laying off personnel, the fact that 
police work is "a young person's business" should be recognized. 

- The City should therefore adopt a mandatory retirement age of 
55 for police personnel, consistent with the enabling provisions 
of State law. 

• Implementation of all rccomrnendations in the report can be 
accomplished by an increase in the police budget of some $107,000 -
an amount substantially less than 5 per cent over current costs. 
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III - BACKGROUND 

• Governance Of The Department 

• Mission~ Responsibilities 
And Resources 

• 0 rganizatioIl And Staffing 

• Deploym.ent Strategy 
And Operational Techniques 

• Personnel Management 

• Supportive, Administrative 
And Logistical Services 

• Pending Developments 
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BAcKaROuND--------------------------------

This chapter presents background information regarding the Kenosha 
Police Department - included are sections pertaining to the Police Depal.·tment's 
governance t :mission, responsibUitiea and resQl.,1.rces; organization and staffing; 
deployment strategy and operational techniques; personnel management; and 
supportive, administrative and logistical services. Also included is a brief 
section describing two major developments regarding the KPD which we:te 
pending at the inc eption of the study. 

GOVERNANCE OF 
THE DEPARTMENT 

• Governance of city police depa't'tments in the State of Wisconsin is 
prescribed by Wisconsin State Statute 62. 13, which provides for 
the adoption of eUhel' of two basic fOl'ms of directorship (each 
including a Police and Fire Commission) by cities in the State. 

6 111. the n:t'st form, the commis sion opel'aces es sentiaUy as a civil 
service board I with authority as follows: 

- To conduct original entrance examinations for those seeking 
employment in the police and fire departments at the lowest 
ranks i and to prepare a list of eligibles fl.'om among the 
applicants succes s£ul in the examinations, including establish­
ment of requirements for their eligibility to serve as auxilial'Y 
policemen or volunteer firemen 

- To conduct examinations for specialized or supervisory positions 
in the two departmel1.ts when such positions ca.nnot be filled 
to advantage by promotion p and to throw open such eX~llninations 
to anyone in the community, the State * and the entire na tiOl1; 
as to the lowest ranks, actual appointments are made by the 
chief from an eligibles list of those who succeeded in the 
examinations 

- To approve or disapprove the appointments made by the chief 

- To appohlt the chief of each department 

To conduct hearings on discharge OJ:' disciplina.ry actions 
within the police and fire departments. 
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• Under this form, the basic directorship of the department is vested 
in the mayor ~nd city council; the statutue specifically designates 
the mayor as IIhead of the police department. II 

~ In the second form, the Commis sion has full responsibility and 
authority for governing the operations of the Department in addition 
to the authol'ity listed above. 

• The first form of directorship is automatically prescribed for all 
communities which have a population of 4,000 or larger, unless 
the community adopts the second form by referendum election. 

~ Kenosha has not made that election. 

- Therefore, the Mayor is the designated statutory head of the 
Kenosha Police Department. 

• The Statute further prescribes that, under this form of directorship, 
the Chief of Police is subject to the written orders of both the Mayor 
and the City Council. 

- Verbal orders are not discussed by the Statute; however I all 
instructions from the Mayor are presumed binding, since 
they may be !ollt)wed in writing at his personal discretion. 

• In the City of Kenosha, the City Administrator is responsible for 
the day-to-day operations of City agencies and departments. 

- A centralized budget system is in effect under the supervision 
of the Comptroller. 

- A centralized personnel system for all City ernployees is 
s\lpervised by the City Personnel Officer 

o Labor agreements involving policemen are negotiated 
with the non~uni()n Kenosha Professional Policemen's 
As sociaHon (KPPA) by the City staff • 

o KPD management does not participate in these negotiations. 

- Other City agencies affecting or associated with the Police 
Department include the Maintenance Department, Fire Depart­
ment, and City Attorney. 
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• In the exercise of his duties, the City Manager and his staff 
frequently have occasion to communicate with the KPD on adminis­
trative matters pertaining to personnel actions, purchasing and 
contracting, technical schools and training se s sions, federal grant 
applications and other supportive administrative matters. 

- On occasion, he also communications with the Department on 
operational matters of a minor nature. 

. 
- Communication with the Police Department on major operational 

matters is limited to informational inquiries :nec:.es sary in the 
preparation of recommendations for the Mayor. 

• Overall, governance of the KPD involves the normal range of 
supervisory and administrative functions and complexities common 
to a community the size of Kenosha. 

MISSION, RESPONSIBILITIES 
AND RESOURCES 

General 

• The basic mission of the Police Department, as a key unit of 
municipal government, is to furnish uniform, fair, and effective 
law enforcement to the public through performance of three major 
interrelated service functions, which are: 

- Public protectj,on functions, including such activities as 
protective patrol, traffic enforcement, criminal investigation, 
and detection and apprehension of criminal offenders 

- Community service functions 1 including a wide array of 
police-related duties, such as care of the ill or injured • 
removal and disposition of abandoned automobiles, and 
location of mis sing persons 

- Long-term preventive functions, including such responsibilities 
as traffic-safety education, youth education, public and commu­
nity relations, intelligence I and planning. 
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• Standards of performance maintained, levels of service provided l 

and specific responsibilities as sumed by the Police Department in 
each functional area are influenced by several critical factors, 
among which are: 

- The overall nature of the community 

- The expectations of the public for protective, cotn}nunity­
oriented, and preventive police service; and public awareness 
of the needs for each . 

The scope of the criminal challenge and other indices of workload 
confronting the department 

- The financial and human resources furnished for support of 
police functions. 

• The effect of each of these factors on the Kenosha Police Department 
is discussed below. 

Community Characteristics 

• Located approximately mid-way betwe.en Chicago and Milwaukee, 
adjacent to both State and Interstate highways between the two cities, 
Kenosha is the home of the major manufacturing plants of American 
Motox's Corporation (AMC). 

Though widely described as a "union town," it is not, in fact, 
controlled by either labor organizations or big business. 

- The Mayor and Common Council form of government represents 
all walks of life, and is re sponsible for direction of all City 
departments • 

• The City is relatively self-contained, with a full range of industrial, 
commerical, and educational and cultural institutions • 

- It is, however, subject to significant iniluences occasioned by 
shifts in the economic prospects of AMC. 
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BACKGROUND (Cont'd) ---------------

• The City's population has been growing at an annual rate of 1.3 per 
cent, but the rate has been slowly declining. 

(a) Projected using established overall population increase percentage. 

• The median education in Kenosha in 1970 was 11. 9 years, as 
compared to the national median of 12. 1 years. 

• Unemployment in Kenosha currently runs at 5.9 per cent; however, 
this is subject to relatively large variations related to the operating 
level at AMC and supporting industries. 

• These data and the results of interviews conducted during the study 
indicate relatively little ongoing change in the demographic charac­
teristics of the community, although the black percentage of the 
total population has begun to increase. 

• Furthermore, there are no major anticipated annexations I construc­
tion or private development projects which would materially impact 
on the need for police services in the next decade. 

Public Expectations 

• Background interviews with public officials and others in Kenosha 
indicate that the public expects a very broad range of services 
from the Police Department. 

" There is a widespread agreement that the primary responsibility 
of the Department is the immediate protection of life, limb 
and property through vigorous enforcement of the law. 

- A s noted in the next chapter of this report, though, the 
Department currently engages in a wide vari.ety of other 
public service tasks. 
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o These interviews also reveal general concern regarding expanded 
criminal activity in the City, hut very limited public knowledge of 
the exact dimensions of the threat to the community. 

- Records maintained by the Police Department: and the Wisconsin 
Crime Information Bureau justify this concern, showing an 
increasing pattern of crime and workload fo:r the Police 
Department. 

Crime Rates And Trends 

• Paralleling and, unfortunately, even exceeding national trends, the 
rate of serious crime reported in Kenosha has increased markedly 
in recent years. 

• A s indicated in Exhibit III-1, Part I crimes (homicide, forcible 
rape, robbery, aggravated assault, burglary, theft, and morol' 
vehicle theft) have increased by some 263 per cent between 1970 
and the rate evident early in 1975. 

- This depicts an alarming compound annual rate of increase 
of some 32.4 per cent. 

_. It should be noted that a part of this increase is att;ributable to 
a change in reporting standards for thefts between 1972 and 
1973. 

o This change affected all police organizations, though -
thus still permitting accurate comparisons. 

• Exhibit III-2 compares the experience of Kenosha with comparable 
cities elsewhere in the nation, the State of Wisconsin, and the 
Kenosha Standard Metropolitan Statistical A rea. 

- In interpreting the ..data in this exhibit, it should be noted that: 

o Crimes against persons (such as homicide, forcible rape, 
and aggravated assault) are most often characterized as 
subject to impulses of the moment; trends in such crimes 
are,. therefore, most closely related to community demo .. 
graphic characteristic s, and largely beyond the control 
of the police. 
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Type Of Offense 

Homicide 

Forcible Rape 

Robbery 

Aggravated Assault 

Burglary 

Larceny - Theft 

Motor Vehicle Theft 

Total 

~I '~-- .:,'.J ~ .' 1 .J'r , .: " .'0: .'! ." .'. ~ ~ ..... ,' .': ' ' ,.:.,.,', t 
1 

KENOSHA, WISCONSIN I 
POLICE DEPARTMENT 

GROWTH IN REPORTED PART I FELONY CRIMES 
1970 Through First Six Months Of 1975 

Actual ReEorted Part I Felony Offenses 
1970 1971 1972 1973 1974 -

2 6 2 3 6 

2 15 13 7 7 

97 92 105 153 129 

47 111 39 61 65 

547 764 900 745 1,018 

664 782 1,145 2,803 3,542 

362 478 723 562 808 

.1975 

3 

7 

84 

32 

611 

1,893 

495 

1,721 2,248 2,927 4,334 5,575 3,125 

Per Cent Increase 
Since 1970 (a) 

200.0% 

600.0 

73.2 

36.2 

123.4 

470.2-

173.5 

263. 2% 

(a) 1970 compared to 1975 at annual rate. t:'1 
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paso 1 ot a 

• '" , COMPAIUSON OF CRtME RATE'S PER 100,Il00 POPULATION 
IN KENOSHA AND OTHER JURISDICTIONS 

• 1970 .Through 1974 

.~" - {. U.S. ClUes 
All U,S. ot 50,000 Statl! ot Kenosha CQUllty 

T:Z:Ec ot Crime CIties {al !.2.l2.~ Wisconsin SMSA !c) CUI: Of Kenosha 

• A - 1970 

Homicide 13,0 8.4 Z.O 1. '7 a.s 
Forcible Rape aa,4 15,3 6.7 5,1 2.5 

• Robbery a64,4 HO. a 33.1 91.6 1 Zl. \ 
Aggravated Assault aos.l 14a. B 44.0 71, a 59.6 
Burglary J,34a.4 1,114.5 538.5 865,9 68·i.l 
Larceny-Then (d) 1.091.6 1,094.0 6".5 930.3 84a.6 
Auto Theft 647.6 477.0 a17.6 37S.a 459.4 

• Violent Crln)e (e) 501.a ans 85.8 169.6 187. B 
Property Crime (f) ~,087.6 il,685,5 1,4a8.6 il,I?4.4 1,986.1 
Total Crime Indo>\; (g) :),588,8 1.,959.0 1,51.1.4 a,l44.0 a, Illl. <) 

• ..!L:. 1971 

Homicide 13.9 8.8 z.e 6.7 7.5 
Forcible Rape Z!).l 16.9 7.6 aa.6 18.8 
Robbery a84. I 126.1 31,S 94.6 11S. a 

• Agg I'a vi\ted A 8 sa\llt 219.7 150.8 46,4 lal.O 13~.0 
B1.1rglary 1,432.2 1,243. a 6il9.4 1,1 S8. 0 9%,9 
Urceny-Thelt (d) 1,la7.6 1,180.3 793.3 1,008.7 979.5 
A"lo The{l 643.6 499.4 240,6 483.8 598.7 
VIQ 

• Violent Crime (e) 538.6 il99.8 88.4 246.9 il80,6 
Property Crime (t) 3,203.5 2,9il2.9 1,663.3 2,049,5 2,53!i.l 
Total Crime rnde>\; (g) 3,742.1 3,222.7 1,751. 7 2,895.4 Z,81S,7 

C.197Z 

Homlcl~e 14.3 9.3 2.8 2.5 2. S 
l"orclbl~ Rape 27.3 19.4 a,3 ~9.0 16.1 
R~'\)ber,/ a'l1. '1 131,8 36.7 114.9 130.0 
AgQ'ravated Aa aault ail8.7 165.1 46.6 79.3 48.3 
Burglary 1,389.9 l,il5Z, B 638.5 1,189, ? 1,114,3 
Lli.rce\W·Thet~ (d) 1,08".0 l,lOa,9 8113.4 1,312.2 1,41'/,7 
Auto Thaft 593.9 480.4 il32.7 706,5 895,2 

Violent CrIme (e) 538.3 322,5 , 96.4 alS.7 196,9 
Property Cdme (f) 3,065.8 2,896,il 1,686.7 3,208.6 3,427,1 
Total Crimo Index (g) 3,604.1 J,a18,6 1, 78~. 1 3,424.3 3,6M,0 

D • 1273 

Homicide 14.5 9,2 i!.6 3.2 3,7 
Forcible Rape il<).7 22,8 10.8 17.0 8,6 
Robbery 270.2 145. il 46.7 150.i! 188,9 
Agaravated Auault il41. 4 197,2 5l.3 8.01.4 7$,3 
Burglary 1,457.1 l,3,4il.4 '710,6 1,014. Ii 919.6 

It'" ' Larceny-Theft (d) 2,598.1 2,7S'7.6 2,122.0 3,08~,7 3,459.9 
Auto Th~f~ 597.3 495.9 22a.9 547.0 693.7 

Violent Crime (e) li52.4 371.5 115.4 254,9 l!76.5 .. prQperty Crime (t) 4,6Sa.5 4,653.9 3.1l61.4 4,648.2 !S,1l7;).2 
Total Crime Inde>\; (g) S,Z04.9 ~,liQ7.t: 3,176.9 4,903.1 $,348.7 
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U.S. ClUes 
AU U.S. Of 50. 000 State Of Kenosha County 

TYl!e Of Crime CIties (a) To 100, OOt' 1b) , Wisco"sln SMSA !e) 

~ 

Homicide 14.7 9.3 3.0 8.0 
Forclllie p'ape 31.5 23.1 11.3 12.0 
Robbery 303.3 167. (, 6(>.~ 130.7 
A gg rll vated A s sault 256.7 208.4 59.9 113.2 
Burglary 1,680,1 1,56B.3 836.9 1,283.2 
La rceny-Theft (d) 3. 074.9 3,255.6 2,417.8 3,902.1 
Auto TheiL 607.7 517.7 246.1 776.3 

VIolent Crime (el 602.9 405.8 140.4 263.8 
Property Crime (f) 5,362..6 5,341.6 3,500.7 S,961.S 
Total CrimI) Index (g) 5,96,.5 5,74:7.4 3,641.1 6,225.3 

(al 5,868 reporting c!tles In the United States wIth 11 cnmblned popUlation Cit 130,096,000 In 1974. 
(b) 2.54 cHles In a population range between 50,000 and 100,000, with a total popUlation of 17,771,000 In 1974, 
(e) The ~tandard Metropolitan Statistical Area cllnsl.ts of Kenosha County, with a population of 123,164. 
(dl Lal"Cency-theft Includes larcenty of $50 and ovet for ll}70 through 1972 and tbtallat'cellY for 1973 alld 1974, 
(e) Violent crIme consists ot murder, forcible ral'e, robbery, and aggravated assautt. 
(f) Property crIme conals!s of burglary; total larceny-theft and auto theft for 1973 and 19741 and 

burglary, larceny-thefl of over $~O, and Iluto theft for 1970 to 1972. 
Cg) The crIme Index Is the sum ot reported property crime plus violent crime l'lus manslaughter by negligence. 

SOUrces: :rederal Bur~au oC Investigation Uniform CrIme Reports, and WisconsIn Uniform Crime Report •• 

') 

EXHIBIT 1!l-~ I 
Page Z of Z 

CIty Of Kenosha 

7.3 
a.s 

156. ·1 
78.8 

1,234.3 
4,294.5 

979.7 

251,0 
6,508.5 
6,759.5 
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o Economica11y based crimes (such as burglary and theft), 
while also reflecting community demographics, are more 
likely also to reflect calculated ;,.cts of criminal depredation, 
and are thus more subject to control through effective and 
productive police action. 

Crime In Kenosha 

• During the period 1970 to 1974, crime in Kenosha, increa'sed in a11 
seven Part I categories. 

- The largest measurable increase (excluding thefts, for the reason 
cited above) was in burglaries, which increased from 547 to 
1,018. 

• The bulk of reported offense s in 1974 and the first half of 1975 
consisted of thefts and burglarie s. 

The 5,345 thefts accounted for 62 per cent of the total Part I 
crimes. 

The 1,629 burglaries accounted for 18 per cent of the total. 

During the same period a total of 333 crimes against person~ 
was reported, including nine murders and 14 rapes. 

• Furthermore, minor crime, known as Part II offenses, has increased 
in early 1975 by 31 per cent over early 1974 • 

.9rime Rate Comparisons 

• As indicated in ExhibH III-2', Kenosha has a relatively high crime 
rate compared to national and State experience. 

• However, there are significant differences in the composition of 
this crime. 

Generally, Kenosha. has a lower rate of crime s against persons, 
and a much higher rate of crimes against property. 
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61 For example, Kenosha has a higher overall crime rate than U. S. 
cities as a whole. 

- In 1974, all U.S. cities averaged a total crime index of 5,965.5, 
while Kenosha's index was 6,759.5, or 13 pel' cent higher. 

- In five of the seven component categories of crime, the average 
crime rate in all U. S. cities was significantly higher than in 
Kenosha; however, the larceny and auto theft rates' were considerably 
lowe l' than in Keno sha. 

- The overall higher crime rate in Kenosha than in U.S. cities 
as a whole or the State of Wisconsin is the result of significantly 
higher rates of larceny and auto theft. 

• Kenosha also has a significantly higher crime rate compared to other 
U. S. citie s in the 50,000 to 100,000 population clas s. 

- The total crime index of these cities in 1974 was 5,747.4, or 
15 per cent lower than Kenosha's rate of 6,759.5. 

- The violent crime rate for such cities, however, was 405.8, 
39 pel' cent higher than Kenosha's rate of 251. O. 

- However, the City's violent crime rat:e of 251. 0 was much lower 
than the average crome rate per 100,000 of 602.9 for all cities, 
or 59 per cent less. 

For all U. S. citie s, the property.crime rate was 5,362.2; in 
Kenos.ha, it was 6,508.5, or 21 per cent higher •. 

The property crime rate of 5,341.6 in these cities was 18 per cent 
lower than Kenosha's rate of 6,508.5. 

- Again, Kenosha's crime rate for the first five categories was 
lower than that in cities of equal size, but significantly higher 
in larcenies and auto thefts. 

• Kenosha experienced a slightly higher crime rate than did the Kenosha 
Standard Metropolitan Statistical A rea and nearly double the rate of 
the State of Wisconsin overall. 
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BACKGROUND (Cont1d)-------- --------

Motor Vehicle Accidents 

• The number of personal-injury and fatal traffic accidents has been 
increasing yearly, while arrests for moving traffic violations have 
remained relatively stable. 

- During 1974, there were 4,040 accidents, including seven fatal 
and 779 personal-injury accidents. 

- During the same period 4,135 moving traffic citations were 
is sued. 

o However, traffic citations associated with accidents 
numbered 436, or 55 per cent of personal-injury/fatal 
accidents and 10 per cent of all accidents. 

• Exhibit III-3 indicates trends in traffic citations issued and revenues 
received for moving and nonmoving violations, and Exhibit III-4 
delineates trends in motor vehicle accidents. 

- Motor vehicle accidents have increased 38 per cent between 
1970 and 1974, while moving traffic citations have increased 
4 per cent. 

- The number killed and injured as the result of motor vehicle 
accidents has increased by 15 per cent. 

Other Police Transactions 

• Police calls for service have alos increased in recent years. 

- Although changes in internal reporting procedures preclude 
exact comparison, it is extimated that calls for service increased 
approximately 60 per cent between 1969 and 1975. 

- In 1974, for example, the Police Department re sponded te) over 
27,719 such requests for service, or 3.16 calls per hour. 
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Number Of Accidents 

Fatal 

Injury 
(Non-fatal) 

Property Damage 

Total 

Number of Persons 

Killed 

Injured 

Iiiii...~rg.------.. ,r,,~~~~ --_. -__ ~;. __ ~,:"'-".~~~._";:::j"':-_-_-:'---
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TRENDS IN MOTOR VEHICLE ACCIDENTS 
1970-1974 

1970 1971 1972 

3 3 7 

640 584 679 

2,269 2,238 3,828 

2,912 2,825 3,513 

3 3 9 

915 853 968 

1973 

4 

664 

2,961 

3,629 

4 

929 

1974 

7 

779 

3,254 

4,040 

7 

1,149 
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Citation 

Tickets Is sued 
~';[oving violation 
Nonmoving violation 

Total 

Revenues 
Moving violation 

court fines 
Nonmoving violation 

Total 

Unpaid N omnoving 
Violation Tickets 

n. a. - Not available. 

Source: KPD annual reports. 

.-.--•. -.\ .: .; .; .; - .! 

TRENDS IN TRAFFIC CITA TrONS 
1970-1974 

1970 1971 1972 

4~303 4,145 4~385 

33,130 32,357 34,239 

37,433 36,502 38,624 

$ 78,605 $110,802 $118,856 
38,982 17,368 21,153 

$117,587 $128~170 $140,009 

6,399 5,074 n. a. 

1973 1974 

5,546 4,135 
37,223 45,448 

42$769 49,583 

$158,359 $128,005 
41,799 50,552 

$200,158 $178,557 

n. a. n. a. 
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This included response to numerous incidents not always identified 
as police responsibilities in KPD's jurisdication, such as requests 
lor repairs to electrical and gas applicances, transfer of blood J 

delivery of mail to Aldermen, finding lost dogs) opening locked 
cars, checking homes of people away on vacation, s\\bduing 
unruly mental patients in hospitals, transporting citizens from 
the hospital to their homes J removing animals from the home, 
and investigating accidents on private property. 

Resource Support 

" In :l.'esponse to the increases in Department workload noted above J 

the City has substantially increased budgetary support for the KPD. 

• The Department budget increased 57 per cent between 1970 and 
1975. 

- Exhibit IU-5 outlines total budget data for these years. 

- The Depc;l.rtment subm.its its hudget to the City Adrninistl·a.tor 
annually for incorporation in the City budget. 

• Between 1970 and 1975: 

- The population of Kenosha grew by 6,5 per cent, from 78,053 to 
83,128 

- The pel' capita direct cost of the Police Departrnent increased 
47.5 per cent, from $20.46 to $30.19 (excluding fringe benefits) 

The total number of police personnel increased by 15.1 pel' cent 
from 152 to 175 

o The number of SWOrn personnel rose 11. 9 per cent, from 
IS5 to 151 

o The number of full-time civilians increased 41.2 per cent, 
from 17 to 24. 

• In 1975, City appropriations were further increa$ed to $2,509,958 
and the SWOrrt and civiHan sta£! further increased to 1'51 and' 24, 
respectively; this further increased pel' capi.ta costs. 
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Budget Item. 

Appropriations 

Personal Services 

Contractual Services 

Materials and Supplies 

Capital Outlay 

Total 

Expenditures' 

Personal Services 

Contractual Services 

Materials and Supplies 

Capital Outlay 

Total 

-- ~- p. >~""~-~"""";;"''''',-,-' --"";;""~,-".,j-' ,,,,,-;, ~---~--..... 

KENOSHA ~ WISCONSIN 
POLICE DEPARTMENT 

BUDGET APPROPRIATIONS AND EXPENDITURES 
1970-1975 

1970 1971 r972 1973 

$1,433,854 $1,580,719 $1,692,400 $1,873,357 

55,616 52,000 65,000 74,255 

51,704 6Z~890 74,570 87,741 

56,271 71,478 1J8.804 136~602 

$1,597,445 $1,767,087 $1,950,774 $2,171,955 

$1,435,475 $1,576,916 $1,690,788 $1,860,308 

" 

57~682 57,546 62,249 66,069 

. 
68,150 85,802 75,899 80,709 

-.-19~41 __ £:,2,,793 
-

1.15 ,646 66,536 

$1,610,847 $1,783,061 $1,944,584 $2,073,622 

1974 1975 

$1,970,602 $2,202,688 

87,630 100,898 

. 99,349 96,065 

117,950 110,307 

$2,266,531 $2,509.958 

$1,978,827 $2,202,688 

84$183 100,898 

104,571 96,065 

t::J 
J--!2,1 31 110,307 X 

tr! 
I-i 

$2,279,718 $2,509.958 tJj 
I-i 
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• Exhibit III-6 indicates resulting 1970-1975 trends in per capita 
costs for police service, and the raios of police personnel to 
population. 

• In addition to City resources, the Department has periodically 
benefited from LEAA grant asS!istance. 

ORGANIZATION 
AND STAFFING , . 

fl Exhibit III-7 depicts the organization structure and staffing of the 
Kenosha Police Department in effect in mid-1975. 

• The principal features of this organization structure are outlined 
below. 

• The top management team consists of the Chief of Police and an 
Inspector. 

• Within the Administrative Services group, responsibilities are 
divided among the four organizational elements displayed in the 
exhibit. 

- Within the Safety and Training Section, a sergeant serves as 
range officer and a patrohnan sel'ves as safety officer p lnain­
taining liaison with and conducting safety programs in local 
grade schools. 

• The Juvenile Bureau has recently been expanded by the addition of 
two sworn personnel under the terms of a federal grant . 

., The Detective Bureau consists of the following staffing: 

- Three lieutenants, one of whom serves as the Department's 
polygraph operator and acts as relief supervisor 

A two-man Fraud Detail 

- Four personnel ostensibly concentrating on narcotics enforcement 

An investigator serving as full-time court sergeant, providing 
liaison with the County Court and the Dietrid Attorney's office 
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Item 

Population of 
Kenosha 

Per Capita Cost for 
Police Deparb:nent 

Number of Full-Time 
Police Personnel 

Sworn 
Civilian 

Total 

Police Personnel Per 
1 ,000 Population 

KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

TRENDS IN PER CAPITA COSTS FOR POLICE SERVICE, 
AND POLICE PERSONNEL PER CAPITA 

1970 1971 1972 1973 1974 1975 

78,053 79,068 80,083 81,098 82.113 83,128 

$20.46 $22.34 $24.35 $26.78 $27.60 $30.19 

135 137 138 144 145 151 
17 19 21 23 23 24 

152 156 ,.159 167 168 175 
, ..:-: 

1. 95 1. 97 1. 98 2.06 2.05 2.11 

--~ ,""'" ~ .. -,~""",,,,.-~-,, - .- -_._,,-

, 
Per Cent Increase, 

: 1975 Over 1970 

6. 5% 

47.5% 

11. 9% 
41. 2 

15.1% 

8. 2% 
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ADMINISTRATIVE 
SERVICES 

GROUP 

1 Administrative 
Captain 

r 
IDENTIFICATION 

SECTION 

1 Lieutenant 
1 Sergeant 

I 
BUILDING 

MAINTENANCE 
U~~IT 

1 
RECORDS 
SECTION 

1 Lieutenant 

I 
SAFETY 

AND TRAINING 
SECTION 

1 Captain 
1 Sergeant 
1 Patrolman 

PATROL AND 
TRAFFIC 
1st SHIFT 

(If:OOa:ii1.'-:2:00 p.m.) 
1 Captain 
1 Lieutenant 
4Ser~ .... nts 
1 Traffic Officer 

19 Patrolmen 
5 Motorcyckl 

Patrolmen 

{-

I 
l 

:I 

CHIEF 
OF 

POLICE 

INSPECTOR 
OF POLICE 

PATROL AND 
TRAFFIC 

2nd SHIFT 
(2:00 p.m __ 1D:OO Il.rn.) 

1 Captain 
1 Lieutenant 
3 Sergeants 

20 Patrolmen 
5 Motorcycle 

Patrolmen 

PATROL AND 
TRAFFIC 
4th SHIFT 

(4:00 p.m_-12:oo p.m.) 

12 Patrolmen 

<"""':--_______ .~, _<-~ ___ .:l' ""_ ~_.__ __ 

-~ -~ ~ ~ 

KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

SWORN ORGANIZATION AND STAFFING 

JUV~NILE 
BlJtlEAU 

1 Captain 
1 Lieutenant 
9 Investigators 

PATROLAND 
TRAFFIC 
sdSHIFT 

(10:00 p.m_-6:0ll a.m.) 

1 Captain 
1 Lieutenant 
3 Sergeants 

25 Patrolmen 
3 Canine Officers 

MID-1975 

DETECTIVE 
BUREAU 

1 Captain 
3 lieutenants 

13 Detecthles 
6 Investigators 
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_ 'The resulting assigrunent of only 12 of the 19 field personnel full 
~, 

time to the pursuit of investigative cases. 

e The first patrol'shift is staffed by: 

_ A captain, who also serves as KPD's traffic supervisor 

_ A traffic officer (equivalcmt in rank,to a ~ergeant) who assists 
the Captain in this effort· 

A sergeant who serves as court officer, maintaining liaison 
with the Municipal Court and the City A ttorneyl s office 

_ Several pa.trol1nen who specialize in accident investigation 

- Several motorcycle patrolmen who specialize in patrolliri'g 
the City's parks 

- Park-ettes and civilian crossing guards (as further noted 
below). 

1& The second patrol shift has a similar basic structure, though with 
fewer specialists. 

- This shift is also responsible for the activities of 12 officers 
assigned to the fourth shift. 

• The third patrol shift also has a similar basic strllcture, but includes 
three patrolling canine office rs and no motorcycle officers. 

• In addition to the foregoing, the Department's staff complement 
includes the following civilian personnel: 

- The Chief's secretary 

- The Inspector's clerk-typist 

- A secretary to the Administrative Captahl 

- A records coordinator and five clerk-ma.trons in the Records 
Section 
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~ Nine booking clerks 

Two custodial workers 

~ One secretary each in the Juvenile and Detective bureaus 

- Two park~ettes and 30 part-time cl.'ossing g1.l.ards in the 
first shift. 

DEPLOYMENT STRATEGY 
AND OPERATIONAL TECHNIQUES 

Patrol Operations 

• KPD patrol operations are highly complex, and are subject to a 
number of va.riables and controlling factors. 

Shift hours and strength differentials have been established 
by Department management, subject in part to provisions of 
the City's contract with the KPPA. 

• Generally, supervision is provided to patrol operations as follows: 

- At least one shift commander, or his lieutenant, is on duty., 
normally at the Department headquarters 

- One sergea~t performs complaint receipt and dispatch functions, 
and supervises counter personnel on duty 

Other sergeants, when and if available, may be assigned to 
other adnlinistrative duties or to patrol supervision in the field • 

• In establishing field as signments, first priority is normally accorded 
to: 

Assigning patrol units to five beat zones encompassing the entire 
area of the City 

- Assigning patrolmen to two foot beats, including: 

o A "downtown" beat customarily ma.nned at all times 

o An lIuptown" beat manned at most times, especially 
on peak-activity days. 
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• In addition, though, officers are frequently assigned to a broad 
range of ancillary or specialized assigrunents, as descl'ibed below. 

~ A s previously noted, motorcycle officers concentrate on 
patrolling City parks, except during the coldest winter months. 

" 

- Within the first shift: 
, 

o One patrolman serves principally to assist and back up 
the Municipal qourt sergeant: and the traffic officer 

o One concentrates on hit~and~run investigation, and on 
revocation.of expired or suspenged driver's license s or 
vehicle registrations 

o One concentrates on removal of abandoned vehicles from 
City streets. 

~ Canine officers of the third shift may be assigned to a specific 
beat zone, but often patrol at random. 

- Fourth shift officers may also be assigned to a zone or to 
random patrol, but have frequently been assigned to concentrate 
on special details,. such as: 

o Suppression of vice activities in the City 

o Serving warrants throughout Kenosha, especially when 
backlogs develop. 

- Once officer from each shift is assigned as booking officer,:: 
responsible for: 

o Booking prisoners into the ja~l 

~4;u, 

o Completing required periodic inspections of confinea 
persons 

o Assisting in dispatch and counter operations. 
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• Customarily, the first shift relies primarily on one-man patrol 
units; the second shift utilizes mostly one-man units, with a few 
two-man units; and the third and fourth shifts utilize two-man units 
almost ex1usively. 

• Exhibit III-8 summarizes the Departmentls typical patrol operations 
configuration, by shift. 

- The exhibit is based on sample data regarding personnel and 
unit availability cornpiled by the Department at the inception 
of the study at the request of the consultants. 

• Allowing for assignment of sworn personnel to dispatching duty, booking 
officer responsibilities and special details, the Department fields 
approximately 35 patrol units on all shifts on most days. 

.. A detailed analysis of patrol workload and deployment is presented 
in the succeeding chapters of this reports. 

Juvenile Bureau Operations 

• The Juvenile Bureau operates as a separate function similar to 
the Detective Bureau, normally with six officers working during the 
day shift and three at night. 

- For special situations, additional Juvenile personnel operate 
evenings. 

- The functions of inita1 inve stigation, follow-up inve stigations, 
outside agency referral, court coordination and juvenile rehab­
ilitation practices are all carried out by the Juvenile Bureau. 

• Exhibit III-9 depicts juvenile crime and Bureau workload for the 
1970-1974 period. 

The number of serious crimes committed by juveniles has 
increased slightly in 1974, to 400, as compared with 377 in 
1970 • 

- However, the number of juvenile offenses decreased to 2,598 
in 1974, as compared with 2,820 in 1970. 
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KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

EXHIBIT III-8 
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TYPICA L PATROL OPERA TrONS MANNING 

Shift 
First Second Fourth Third 

(6:00 a. m. - (2:00 p. m. - (4:00 p. m • . - (10: 00 p. m. 
Manning ;~:OO p. m. ) 10:00p.m.) 12:ob p.~ 6:00 a. m. ) 

Patrol Force 
Assigned/Average 
Present for Duty 

COlnlnander 1/1 1/1 1/1 
Supervisors 4/ 2.5 4/ 2.5 4/ 2.5 " 

"I I' 

Pairohnen 23/12.5 25/14 12/7. 5 25/13 :1 
!I 
I 

Total 28/16 30/17.5 12/"1'.6 30/16.5 , 
i 
I 

.Patrol Units I 
! 

Normally Available j 

Field supervisors 0.3 0,3 0.7 
\ 

'I 
One-man patrols 6.0 3.0 ,! 

Two-nlan patrols 6.0 4.0 5.0 I Foot beals 2.0 2.0 1.0 
Motorcycle units 2.0 3.0 I 

I 
Total 10.3 14.3 4.0 6.7 

11 
I 

); 

I 

I 



:r 

II 

,I' 



Type or 
Offense 

Part I 
Homicide 
Rape 
Robbery 
Assault 
Burglary 
Theft. Including 

Auto Theft 
Subtotal 

Part II 
Child Abuse 

-.---, '.-~-" , 

~'I;' 

1970 
NUIIlber :<l"UIIlber or 

or Complaints Apprehen~i~ 

8 5 
(, 4 

61 60 

302 189 
-m ---zss 

5 
Apprehension Req\test 29 26 
Arson 3 1 
Bomb Threat 
Passing Bad Checks 12 7 
Curfew Violation 155 122 
Delinquent 49 25 
Disorderly Conduct 396 86 
Drinking 36 17 
Driving Violation 87 13 
Extortion 2 1 
Firearms 11 4 
Firebug 21 2 
Fireworks 16 6 
Fraud 3 1 
Investigation 534 18 
Liquor Law 14 9 
Loitering 13 11 
Narcotics 67 49 
Operating Vehicle 

Without Owner Consent 22 21 
Overdose 2 
Party To Crime 79 52 
Possession or S!olen 

Property 16 8 
Runaway 164 134 
Sex Offense 25 11 
ShopliftIng 231 186 
Throwing Missiles 13 5 
Tresspassing 51 14-
Truancy 124- 63 
Vandalism 131 69 
Violation or Court 

Order 15 12 
Weapons 21 16 
Other ~ ~ 

Subtotal 2.34-7 989 

Total 2,820 1,270 

NUIIlber 

•- - -.-' .-- • Mil Iiiiit .' • .-' ,:·:,~·;_:,,'-i 1 l 
KENOSHA, WISCONSIN, 
POLICE DEPART_MENT 

,T!tENDS IN JUVENILE OFFENSES, BY TYPE 
1970-1974 

1971 1972. 
NUIIlber Of Nwnber ~urnber Of 

1973 I'li'! 
NUIIlber Number Of Nunlber NUIIlber Of 

Of Complaints Apprehensions Of Complaints Apprehensions Of Complaints Apprehensions or Complaints Apprehensions 

1 
2 2 ". 1 1 

7 4 18 11 17 17 8 6 
23 21 33 23 42 30 45 33 
50 47 103 96 72 55 117 75, 

223 171 204 141 207 145 228 ~ 
304 ----z44 ~ "----z74 "33il 247 40iJ 247 

1 2 10 2 6 1 

22 17 16 13 25 20 15 12 

8 8 9 7 13 13 23 13 

4 3 7 7 

1 1 4 2 8 5 -1 3 

I22 90 159 105 127 88 118 67 

49 27 68 41 88 51 86 39 

375 92 291 64 227 35 245 71 

46 31 61 37 30 19 311 28 

57 25 64 27 61 33 62 4'3 

4 1 15 10 8 4 11 2 

21 5 6 2 27 15 18 11 

11 8 8 6 6 

13 10 37 11 30 26 20 12 

2 1 6 4 2 1 

341 39 219 16 leO 12 138 32 

35 25 48 45 17 11 40 27 

21 21 2 2 19 19 29 27 

32 26 35 27 73 55 121 91 

38 35 166 159 146 65 131 101 

5 1 1 11 

55 32 21 17 33 20 38 30 

if:; 14 11 7 11 7 7 

144 122 158 122 175 ISO 216 178 

14 10 17 9 17 10 20 11 

215 191 252 218 - 243 223 230 204 

11 4 23 4 8 15 4 

40 5 54 10 93 39 90 52 

92 48 193 153 156 132 103 54 

144 56 220 97 220 98 294 127 

15 12 26 15 13 7 6 4 

22 15 24- 14 11 5 20 12 

75 24 65 14 77 35 28 __ 11 

1,970 970 2,212 1.235 2.086 1,171 2,170 1.265 t'l a 
2.349 ~.238 2.368 1.523 2.501 1.453 2.598 1.518 C:l 
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BACKGROUND (Cont'd)-
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e The number of juveniles processed by the Bureau is also shown in 
Exhi bit III" 9 . 

- In 1974, the Juvenile Bureau apprehended or proces sed 1,!H 8 
juveniles, compared with 2,598 offenses, or 58 per cent; this 
percentage varies very little in previous years, excepting 1972, 
when it was 64 per cent, and 1970, when it was 45 per cent. 

- For serious crime, the percentage of apprehenSIon has been 
steadily declining since 1971 (when it was 80 per cent), to 61 
per cent ~n 1974. 

• In ,addition to its direct enforcement re&ponsibilities I the Juvenile 
Bureau coordinates referral services, in collaboration with welfare 
case workers. 

- The City has recently established a major referral agency for 
the processing of juveniles, and several private referral agencies 
are also in operations. 

Detective 12~reau Operations 

• One Heutenant and seven of the Bureau's available detectives are 
assigned to a day shift starting at 8:00 a. In. , while another lieutenant 
and fllve personnel are assigned to an evening shift ending at 2:00 a. rrt. ; 
in addition: 

" 'l'he two officers assigned to the Fraud Detail work the day shift 

~rwo of the officers customarily assigned to narcotics enforcement 
'work the day shift, and two the night shift. 

• W11erl not otherwise engaged, detectives patrol in two-man teams. 

• Nigh/: shift detectives are on call for Patrol Division assistance, 
and otherwise patrol "at large ll under separate detective dispatch 
conl;rol. 

'I'he Detective Bureau operates it own dispatch over the same 
frequency as that used for all operations dispatch. 
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- Detective lieutenants are directed to devote the bulk of their 
time to duty in the police building, on order to answer telehphone 
calls and maintain this separate di.~patch capability • 

• Exhibit III-lO presents limited Detective Bureau warload data . 

- A s further noted in the next chapter, specific data on Detective 
Bureau average caseload, individual solualion rates and size 
of active case files were not available during this study. 

PERSONNEL 
MANAGEMENT 

Personnel Profile 

• Exhibit Ill-ll presents a profile of the sworn persolmel of the KPD. 

- This information was compiled by KPD staff at the request of 
the consultants. 

\I Exhibit III-l2 presents information regarding the Department's 
turnover among sworn personnel. 

Role Of The Police And Fire Commis sion 

e The overall affirmative role of the Police and Fire Comlnisslon in 
Departmental governance was outlined in a previous section of this 
report. 

• In the field of personnel management and administration, the Police 
and Fire Commission serves as a personnel action monitor, and is 
also re sponsible for certain basic functions I including: 

- The screening and appoihtment of new police officers 

- The appointment of chiefs of police 

- Approving all recommendations for promotion 

- Hearing appeals of disciplinary action inlposed by the Chief. 
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Activity 

Adult Arrests 

'Warrants 

Court Referrals 

Polygraph Tests 

KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

TRENDS IN WORKLOAD DATA 
REPORTED BY THE DETECTIVE BUREAU 

1970-1974 

1970 }971 1972 

1,348 1,263 1,368 

509 526 520 

399 481 502 

1Z9 133 106 
:f 

~,,- -" .. "--- .~- .. ~, . .:::"-:."",.,..~~ --~-

1973 1974 

1,461 1,169 

411 375 

444 419 

124 lOS 
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KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

PROFILE OF SWORN PERSONNEL 

Characteristic 

Age 
Less than 21 
21 to 30 
31 to 40 
41 to 50 
Over 50 

Total 

Education 
Less than high school 
High school or QED 
Some college 
A.A. degree 
B.A. degree 
Graduate degree 

Total 

Years Of Service 
Fewer than 2 
2 to 5 
'5 to 10 
10 to 20 
20 to 30 
Over 30 

Total 

Special Training 
FBI Academy 
Northwestern University 

Short course 
Long course 

Southern Pacific Institute 
Juvenile Justice Management 

Total 

Number Of Officers 

2 
40 
46 
33 
30 

151 

o 
104 

14 
28 

5 
o 

151 

15 
12 
37 
47 
38 

2 

151 

o 

3 
o 
o 
2 

5 

EXHIBIT III",l1 

Per Cent Of Total 

1. 3% 
26.5 
30.4 
21. 9 
19.9 

100.0% 

68. 9% 
9.3 

18.5 
3.3 

100.0% 

9. 9% 
7.9 

24.5 
31.2 
25.2 

1.3 

100.0% 

60. 0% 

40.0 

100.0% 
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KENOSHA 1 WISCONSIN 
POLICE DEPARTMENT 

TURNOVER IN SWORN PERSONNEL 

EXHIBIT III -12 

1969 Through First Eight Months Of 1975 

Indicator 1969 1970 1971 1972 1973 - 1974 1975 

Recruitments 19 6 3 3 8 3 12 

T c nnina Li ons 

t. j\etirelnent 1 2 2 1 1 ? 
Voluntary resignation ~~; 2 1 1 4 
Termination 

on probation 
Other involuntary 

termination --
Total 5 3 2 2 2 2 6 

Deceased 1 1 1 
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.. However, actual personnel records are maintained by the secretary 
to the Chief of Police, and are intended to provide an ongoing account 
of all personnel action taken on behalf of policemen. 

Labor Relations 

$ Until recently, most members of the KPD were mtlmbers of the KPPA, 
which engages in collective bargaining on behalf of its members 
regarding wages, hours, working conditions, and 'the like .. 

1 . 
• A recent arbitration decision has excluded all captains and all lieutenants 

but two from this bargaining unit. 

• The KPPA has bargained with the City administration; the Chief of 
Police has had only nominal, technical participation in this proces s. 

Recruitment And Selection 

• Both the Department and the Police and Fire Commis sion participate 
in the selection process, many elements of which are controlled by 
State law. 

• The steps required to complete the State of Wisconsin's selection 
process a$ implemented by the Kenosha Police and Fire Commission 
are. carried out in the following order: 

Applicants fill out applications 

- ,Written examinations a~e .given 
, .. 

Medical examinations are given 

Physical agility tests are conducted 

Character investigation is accomplished 

. 
- Oral interviews are conducted before the Police and Fire 

Commission 

- List of eligibles is established 

- Anyone on the eligibles list may be selected for hiring. 
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o Before 1975, however, only those highest on the eligibles 
list were hired to £ill vacancies. 

o This change was effected as a key step to promote an 
affirmative action equal employment opportunity policy 
by the City and the Police and Fire Commission. 

• Grading of applications for positions on the list is accomplished in 
the following manner: 

Elements Of Selection Weight 

Written Examination 50% 

Medical Examination 

Physical Agility 20% 

Character Pass/Fail 

Oral Interview 

Total 100% 

- New officers are appointed to a probationary period of one year, 
during which their performance is closely reviewed by supervisors. 

Promotion 

• The Chief of Police make s all nominations for promotion to the Police 
and Fire Commis sion. 

• The Commission may accept or reject the Chief ' s nomination; 
however I there are currently no regulatory provisions to guide 
the promotion process. 

• During thi.s study, legislation reportedly pas sed the State Legislature, 
permitting the promotion process to become subject to collective 
bargaining. ' 

The ultimate disposition of this legislation was unclear at the 
time of preparation of this report. 
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Ran~ structure 

., Within the present: rank structure, detectives are of the same grade 
as uniformed sergeiilnts. 

Investigators are also of the salne grade. 

- The traffic officer is also of the same p·ade. 

I 

Ii Canine officers rank between patrolmen and sergeants .. 

• The position of .~dministrative Captain ranks between a line captai:hl s 
and the Inspectvr IS. 

Trai.ning 

• Basic training for police officers is regulated by the State of 
Wisconsin. 

- Basic train~ng is accomplished in a six-week course conducted 
either in Kenosha or in other southeastern Wisconsin communities 
on a cooperative basis. 

- Successful completion of this course is mandatory. 

The basic training curriculum is established and controlled by 
the State of Wisconsin. 

• Periodic in- service training programs are offered by the KPD, often 
with the assistance of federal grants. 

• Department members periodicaVy attend advanced technical training 
courses offered outside the KPD. 

Compensation And Fringe Benefits 

• A s previously noted, pay scales have in the past been established 
through a bargaining proces s between the KPPA and the City. 
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.. The following table presents the basic salary plan in effect in 1975: 

Monthly Salary 
Clas sificatiorl Step I Step II Step III 

Chief $1,685 
Inspector 1,449 
Administrative Cap~ain 1,289 
Captain 1,158 1,188 
Lieutenant 1,093 1,123 
DetecH vel Inve s~igat9r 

and Sergeant 1',0381 1,063 
Canine Specialist 1,003 .1,003 
Patrolman 908 948 988 

Note: Upon promotion, officers go to Step I of the highet' scale for a 
90-day probation pt~riod. Upon satisfactory ~ompletion of the probation 
they are advanced to Step III. 

- Special increments in pay are authorized for: 

o Evening and night- shift differential 

o Attainment of seleded levels of formal education in police­
related skills and disciplines 

o Motorcycle duty. 

• Retil'ement for police officel'S is governed by State Statute, and 
proviges for retirement at the age of 55, or on completion of 25 
Yl:1ars of service; however, such retirement is not mandatory. 

A clause in the Statute permits local governments to extend 
the reti'l'ement age to 60 for personnel recruited under Statute 
66-70 (now renamed Chapter 41); Kenosha has adopted thia 
option. 

o The State Legislature is reportedly c011sidering legislation 
to remove this option, and to mandate a retirement age of 
55 for police officers throughout Wisconsin. 

A few officers were recruited at the time a previous retirement 
statute (62-13) was in effect, and may retire as late as age 65. 
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• The total cost of fringe benefits for police officers 1 including 
retirement costs, is estilnated at 29 per cent of direct salary 
costs. 

SUPPOR TIVE 1 ADMINISTRA TIVE 
AND LOGISTICAL SERVICES 

Communications Counter And DisEatch 

e The Department operates its own radio and telephone cummunication 
facility. 

~ The facility includes an extensive alarm alel·t systeln lor banks 
and se"~n'al major businesses, 

- A new l'adio system is currently being installed. 

• A s previously noted 1 patrol shift sergeants have prinicpa1 rt! sponsibility 
£01' manning the dispatch cenl'er: they are assisted by: 

Civilian counter clerks on the day and evening shifts 

- A uniformed booking officer 

- Other sworn perso11nel periodically assigned to dispatch d\.lties. 

Identification Services 

• Although the Detel;;tive Bureau provides polygraph services, the 
Identification Bureau is a self-contained functional and administrative 
unit responsible lOr all identification activity and selected crime 
scene work; its specific functions include! 

- Photography and fingerprinl:ing of all arrestees 

Crime-scene photography and fingerprint-taking 

- Ope;rating a complete photogt'a:phy laboratory 

- Maintaining all files connected with identification. 
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• 
II • During the 1970-1974 period, the number of persons processed by 

the Identification Bureau sharply increased; the following table lists 
the number of individuals newly processed for each year (processing 
of repeated identifications is currently running at a J.·ate of approxi­
nlate1y 400 per year). 

Year 

1970 
1971 
1972 
1973 
1974 

Number Of 
New Identifications 

662 
768 

1,144 
1,235 
1,039 

- The identification proce s s require s the preparation of sevel'al 
forms for fo:t'warding to the State and federal (FBI) identification 
centers. 

The Bureau currently has sworn personnel who perform all 
its functional and clerical duties. 

Records Systems 

• The Records Section maintains a detailed records system designed 
by on outside consultant several years agoj this system features 
such key elements as: 

- Daily activity cards, completed by all sworn personnel 

- Use of a time- stamped incident card for all calls for service 

- Use of a geographically coded :reporting area system. 

o The Records Section processes and files all operational reports, 
activity reports from Department members, and a1l cases reported; 
information for all records other than case reports are keypunched, 
sorted and files for later use by the City data processing office • 

• Other Bureau records are maintained in the Chief l s office and in 
the offices of several other organizational elements. 
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BACKGROUND (Cont1d)---------------

- Personnel-related and cerl;ain other confidential records are 
maintained in the Chief l s (lffice. 

- Juvenile records are maintained in the Juvenile Bureau. 

- The Identification Section :maintains a number of records and 
file s, including: 

a Approximately 40, 000 fingerprint file s clarifie,d and filed 
according to Henry and FBI systems 

o Ind ex file s 

a Kardex files 

a Negative files 

o Record transcript file 

a Photo files of accidents, cases, and year of birth for 
arres,tees. 

o Warrant file 

o Sl11gle -fingerpt'int file prepared for computerization. 

- The range officer maintai~s property recorQt:I. 

o 'The l)epartment operates a fleecof marked and unmarked cars which 
are City-owned. , 

- The following table shows the quantity and type of vehicle s 
maintained by the Department. 

Type 

Sedans 
Station wagons 
Trucks 
Motorcycle s 

Number Of Vehicles 
Marked Unmarked 
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- Squads are equpped with portable and mobile radios, riot 
equi.prnent and shotguns. 

,tt All other weapons I tear gas and related equipment are stored in 
the police b'l',ilding. 

e Vehicles and radios are maintained by firms under contract 
(currently in the City of Racine). 

Physical Facilities 

" The Department is housed in its own building constructed in 1964-1965. 

- Part of this building is designated for Civil Defense use. 

- The firing range is located in the basement of the police 
bUilding. 

A garage facility is also located in the basement, and can 
accommodate up to 13 cars. 

The building also houses 33 jail cells for confinement of persons 
awaiting arraignment. 

PENDING 
DEVELOPMENTS 

e During the course of the study, two developments of particular 
importance were under way~ 

• The City and the Department had under consideration a potential 
grant application for a major new experiment - the introduction of the 
team-policing concept in Kenosha. 

.. The City and the County also had under con"sideration a potential 
study of the feasibility of consolidating certain administrative and 
logistical support functions now performed separately by both 
the Kenosha Police Department and the Kenosha County Sheriff's 
Office. 
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IV - OBSERVATIONS 

• Governance I Priorities And 
Opera tional Performance 

• Departmental Administration 

• Major Implica tions 
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GOVERNANCE, PRIORITIES 

AND OPERATIONAL PERFORMANCE 

This chapter pre sents observations and identifie s opportunities for 
improvement regarding the Kenosha Police Department. Included are 
major sections pertaining to: the governance~ priorities, and operational 
performance of the KPD (this section); administration of the Department; 
and major implica tions of this analysis for the future of both the City 
and the Department. 

GOVERNAN CE OF THE 
POLICE DEPARTMENT 

115 Existing mechanisms for the provisinn of sound policy governance 
over the affairs of the Kenosha Police Department appear to be 
nearing a breakdown; and, based on the evidence of recent 
experience, these mechanisms poorly serve the needs of Kenosha 
citizens, the municipal government, and the Department itself. 

" Interviews with a wide range of municipaL offici.als clearly in.dicate 
that a situation has evolved in which most responsible members of 
City government are dis sa tisfied with the operations of the Kenosha 
Police Department; and identify the need to achieve substantive 
improvement as a matter of pressing priority for the City • 

• This dissatisfaction has evidently existed for a number of years, 
continuing in large mea sure because of an evident, but apparently 
inaccurate, view that viable means to correct the situation were 
not available • 

• Some members of City government appear to lack familiarity with 
Wisconsin State statutes pertaining to the operation of the police 
departments. 

- However, the y must re lyon the City staff almost e.x:clusively 
for legal interpretations, as well as fiscal guidance, counsel 
on th~.ir role ~n gover.nance and authority to take actions. 

- The City staff has sometimes been hesitant to point out the 
full range of authority enjoyed by the Common Council and 
the Police and Fire Commission. 
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GOVERNANCE, PRIORITIES 
AND OPERATIONAL PERFORMANCE (Contrd) 

- While staff guidance ha!s been provided on a number of 
occasions, fotlow-up w~'ls not affected to ensure fuLl under .• 
standing of the law, the urgency of a given situation dp.manrling 
a ttention, or both. 

o SeveraL key members of City government appear to believe that 
tht~ leadership of the Police Department functions in a virtuaLly 
autonomous capacity, and tha t it is subject to censure or removal 
only on grounds of malfeasance or the commission of a 'crime in 
office. 

- Mismanagement, lack of leadership, fai.lure to enforce discipline, 
and like deficiencies noted by these officials have not been 
perceived as grounds for corrective action, despite their 
impact on citizens of the City • 

.. Rcndt~ring of legal opinions exceeds the scope and competence 
of this study; nevertheless, a review of annotated State 
statutes, and interviews with qualified counsel, suggest the 
strong possibiLity that such is not the case and that means 
of redress are, in fact, available • 

• As a result of these widespread beli.eis, no record has been compiled 
concerning individual events which have contributed to the dissatis­
faction of City government with the operation of the Police Department; 
therefore, positive governing action is difficult, at best • 

.. In effect, members of the Common CouncU and the Police arld 
Fire Comtnission have in the past relinquished, on a de facto 
baSiS, much of their authority and responsibility for governance 
of the Depctrtment. 

Attempts halve been made in the past to restol'e some degree of 
suitable dir'ection and control to the Department; unfortunately, 
many of these have been characterized by a lack of common 
undel'standing of intentions and unity of purpose on the part 
of elements of City government. 

o Many pa st attempts have been made at re solution of 
immediate and, occasionally, peripheral matters (such 
as police coverage of particular sections of the City, or 
incre2Lsing the volume of traffic and parking violations issued). 
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GOVERNANCE', PRIORI'l'IES 
AND OPERATIONAL PERFORMANCE (Cont'd) 

~ More recently, substantive attempts to improve governance 
of the Department have been stimulated by growing concern 
over its responSiveness; however, these steps ... including 
directions to prepare a Departmental mam .. lat 01 rules and 
regulations, and reassignment of some personnel·· have not 
yet proven fully effective. 

CCJUsequently, the Department's top leadership has sO\,lghtand, in 
fact largely attained, an undue degree of management a.utomony 
and an untoward degree of insulation from accountability to municipal 
officials for effective administration and sound performance of vital 
POliCE functions • 

• As a result, a schism has developed between the City administration 
and the Department, which has adYersely affected the ability of the 
Department to .meet the needs of the City: moreover there is 
substantial evidence that the actions of the Department's top manage~ 
ment have exacerbated, rather than ameLioratE~d, this schism. 

~ For example, many members of the polic';} fOl'ce express 
concel'n that the fiscal policies of a 'tpal'stmonious" City 
have deprived the Department of the capa,::ity to perform its 
mis sion. 

~ Few are evidently awal'e of the 57 per cent increase in fiscal 
support allocated to the Department in the past five years. 

- Extreme doubt was voiced that the fiscall'ecommendations 
incorpora ted in the November 1975, Executive Dige st of this 
report would be approved, although the Ci.ty rapidly took 
favorable action in this regard o 

- This "internalization" and suspicion of municipal intentions 
has been fostered in many ways by the Department's !eadel'· 
ship, which has constantly attributed KPD limitations to 
lack of resource support (especially insufficient numbers of 
sworn pel.' sonnel). 
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GOVERNANCE, PRIORITIES 

AND OPERATIONAL PERFORMANCE (Cont tc1) 

The distribution of proper governing channels and the growing 
polarization between the City and the Department has been 
characterized by: 

- Open expression in the public media of conflicting views 

- Deterioration of morale and professional attitude on the 
part of many capable members of the Department 

- Lack of City support for some resource requirements of 
the KPD 

- A pervasive sense of frustration among all concerned parties 

- A growing belief that there is little hope for action to correct 
the numerous problems which beset the Department. 

MISSION, 
RE SPONSIBILITIE S 

AND RESODR CES 

Mis sion And Prioritie s 

• The Kenosha PoLice Department functions without a central and 
clearly defined sense of mission, purpose or management priorities. 

• The Department appears to be constantly responding and reacting to 
a broad range of external stimuli (such as complaints about service 
in particular areas of the City from local officials), rather than 
firmly charting a positive, professional course of action. 

• Mission statements have not been issued, operating guidance is 
infrequently given, and Departmental priorities are often uncLear 
to member s of the KP D . 

o Together with subsequent:Ly discussed administrative deficiencies -
such as the absence of f~!"m policy guidelines, a fragmented organi­
zation structure, and absence of suitable levels of supervision -
this has resulted in a situation in which determination of KPD mission 
and priorities often appear to devolve to the street police officer, 
who often lacks the training and experience to appraoch decisions 
more properly placed at higher levels in the organization. 
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GOVERNANCE, PRIORITIES 
AND OPERATIONAL PERFORMANCE (Cont'd) 

8 To the extent tha t City and Department actions have determined 
KPD's de facto mission,' high priority has evidently been placed 
on pe.riormance of a broad range of peripheral public service 
functions and specialized tasks which include: 

- E££ecting utility repair for individual citizens 

- Transporting citizens £.rom the hospitals to their home s 

Removing animals from homes 

- Opening locked car s for per sons who have left their keys 
inside 

Conducting investigations of minor traffic accidents occur ring 
on private property 

A ssisting hospital employee s in subduing unruly mental pa tients. 

a Though partially useful, diversion of Departmental resources into the 
pe.riormance of s).lch duties has served to impede the KPD's perform­
ance of its most critical public safety responsibilities deterr.ing 
crime (where possible) and apprehending criminals. 

• Moreover I with the exception of the e££orts of one safety o££icer, 
no organized, ongoing l and Department-directed preventive 
programs are currently under way. 

Resource Support 

• As further noted in succeeding sections of this chapter, the KPD does 
sU£fer£.rom certain resource support limitations. 

• This shortfall, however, is mode st and principally evident in terms 
of civilian personnel and professional equipment, the availabiLity 
of which would free sworn personnel to pe.riorm police duties and 
enable KP D officer s to become more productive • 

• Conversely, the actions and public pronouncements of the Depart­
ment's top leader ship have served to exaggera te public per ception 
of the extent of this shortfall. 
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GOVERNANCE 1 PRIORITIES 
AND OPERATIONAL PERFORMANCE (Cont'd) 

• Furthermore, the se promouncements have had the effect - through 
conl3tant reitera Hon - of misleading public officials and other s into 
concern that virtually the only way to strengthen police effectiveness 
in Kenosha is the initiation of a major expansion of the Department' s 
sworn wor k for ce. 

• Indeed, interviews conducted during the study irldicated to some 
degree that pursuit of more manpower had, in fact, become an end 
in itself within the Department. ' 

- While numerous observations were made by KPD commanders 
regarding overall manpower needs, few concrete suggestions 
were made, or plans found to exist, regarding the manner in 
which significant manpower increments would be deployed, the 
rationale on which such action would be based, or the results 
which might be attained from this investment. 

One notable exception was a plan formulated to introduce team 
policing in Kenosha, as further di.scussed el.sewhere in this 
chapte~. 

o On balance, the results of this analysis indicate that the Kenosha 
Police Department is only slightly undermanned. ' 

• It is, however 1 greatly undermtl.naged and ullderproductive, to a 
degree indicating that substantial investment of additional municipal 
funds - in the absenc'e of a 'thorough overhaul of the KPD - would 
be 'unwarranted; and in aU likelihood would lead to ine£iicient use 
of a greater pool of resources rather than contri.bute to the correction 
of present weaknesses. 

OPERA TIONA L 
PERFOR MANCE 

Overview 

• Municipal citizens and officials should recognize that a community1s 
police force has, at best, a marginal impact on the level of crime 
which doe s occur in the City; this level is the product of a complex 
range of factors including population density, economic conditions, 
social mores, and judicia! and correctional philosophies in the State 
and the region as a whole, not solely in Kenosha itself. 
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GOVERNANCE I PRIORITIES 
AND OPERA TIONAL PER1)'ORMANCE (Cont1d) 

• To the extent that police effectiveness and efficiency can in.fluence 
the level of crime, this is most likely to be achieved by the deterrent 
effect offered by achievement of a high probability tha t offender s 
will be apprehended and convicted. 

• Key factors underlying such probabilities are: 

- Aggressive and visible patrol in configurations leading to 
the shortest possible time for police response to an incident, 
or to preclude its occurrence 

, 

- Effective follow-up investigation, leading to a high solution 
rate of incidents in which offender s were not apprehended 
a t the scene. 

• Valid indices of police performance are not, therefore, the rate of 
crinle in the community, but ra ther : 

- Police response time when summoned 

- "Clearance, II or solution rates - the proportion of criminal 
acts which are actually solved. 

• Using these as yardsticks, the folLowing sections present information 
regarding severe deficiencies in the operational performance of the 
Kenosha Police Department, incorporating a comparative analysis 
of available data regarding experience in Kenosha and elsewhere, and 
the relationship between this experience and manpower levels in 
other police forces in the State. ' . 

Response Tim~s 

• The response time of the Kenosha Police Department, when summoned 
by citizens, is almost universally descl:ibed as wholly unsatisfactory. 

• In recent years, public attention has been focused on a few incidents 
in which a dela yed response by the Departmept ,l;'~sulted in sey-ere 
consequences to citizens • 

• However, it is the continued pattern of delayed response, rather 
than circumstances surrounding a few isolated incidents, which 
should be the subject of concern. 
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GOVERNANCE, 'PRIORITIES 
AND OPERATIONAL PERFORMANCE (Cont1d) 

o Unlike clearance rate s dis cus sed below, precise na tionwide da ta 
are not maintained on police response time performance. 

- However, in identifying the close relationship between response 
times and felony clearance rates, the National Advisory 
Commission on Criminal Justice Standards and Goals report -
Police - nCJtes that "FBI studies indicate that the clearance 
rate of crime goes up as response time of patrol units is 
reduced. The figures show that police solve tw~-thiJ;ds of 
the crimes they respond to in less than two minutes, but 
only one of five when response time is five minutes or longer. II 

Previous studies of police departments elsewhere indicate 
that average response times of three to six minutes for 
adequately staffed and well-managed municipal police forces 
are frequently achieved, and response times of 10 minutes 
are highly unusual. 

• In Kenosha, however, re sponse times substantially exceed these 
figures, as determined in a special analysis performed during the 
study using KPD operational data processed by the City's data 
processing office and computer programs designed for this purpose 
by the consultants • 

• Exhibit IV-1 indicates actual KPD response time to all action dispatches 
for foul' selected months in calendar year 1975; as can be seen in 
the exhibit: 

- The proPQrtion of calls, responded to within five minutes is a 
disappointingly low 25. 7per cent of the total 

-. The proportion of calls in which response time of 0ver 10 
minute s occurred is 46.8 pel' cent, and the total proportion 
in which response time exceeded five minutes was 74.3 pel' cent 

o These proportions are exceptionally high for a relatively 
compact municipality with rela tively few major geographic 
or structural barriers to police mobility; they even compare 
unfavorably wIth the performance achieved elsewhere by 
county sheriffs or police departments serving more 
sparsely settled suburban or rural areas, 
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Month 

March 

July 

September 

October 

Total 

.. 
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KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

RESPONSE TIME IN FIVE-MINUTE INTERVALS 
Four Selected Months Of 1975 

-----
Calls ResEonded To 

Under Between Over 

.:..:;. 

5 Minutes 5 And 10 Minutes 10 Minutes Total 
Nmnber Per Cent Num.ber Per Cent Num.ber Per Cent Nmnber Per Cent 

492- 22.0% 685 3 0.6% 1,062 47.4% 2,239 100.0% 

740 24.0 850 27.6 1,489 48.4 3,079 100.0 

835 26.7 844 27.0 1,443 46.3 3,122 100.0 

988 28.4 903 25.9 1,589 45.7 3,480 100.0 

3,055 25. 7% 3,282 27.5% 5,583 46. 8% 11, 920 100.0% 
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GOVERNANCE, PRIORITIES 

AND OPERATIONAL PERFORMANCE (Cont1d) 

- It should be noted that some extended response times may 
include rouUne service calls i neverthele ss i as fUl:thor noted 
below, much of the ree,;ponse delay occurs during the peak­
activity evening hours, when the nature of calls tends to be 
most severe. 

- Moreover I of particular intcl"e st, the overall pa ttern of 
unacceptablY slow X'esponse times appear to remain consistent 
throughout the year, regardless of differences in workload 
volume. 

o In fact, a somewhat highel" percentage of call response 
under five minutes was achieved in October than in 
March, although the workload volume in October -
reflecting typical seasonal patterns", was some 55 pel.' cent 

. higher • 

• These poor response times appear to reHect a variety of management 
and operational weaknesses discussed elsewhere in this chaptel"t 
including (among others) poor scheduling practices, inefficient 
utiliza tion of manpower, overspecialization, and insufficient field 
supervision, as well as the previously identified divel'sion of potice 
re source s to peripheral tasks • 

• Further analysis, however, indicates that the overall pattern of 
performance varies substantially within the force • 

... For example, Exhibit IV-2 depicts the differences in response 
time patterns found to exist during the duty hO.llrs of the three 
basic patrol shifts in September 1975 - a pattern reflecting the 
experience of other months. 

'" The performance of elements of the Department assigned to 
duty on the third shift hours substantially exceeds that of the 
first and second shifts • 

o The third shUt answers almost h(l.lf its calls (46.3 peX' cent) 
in under five minutes, whUe the first and second shifts 
answer almost half their calle,; (46.9 per cent and 49.2 per 
cent respecHvely) in over 10 minutes. 
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Time Of Day 

6:00 a. rna - 2:00 p.m. 
(First Shift) 

2:00 p.m. - 10:00 p.m. 
(Second Shift) 

10:00 p.m. - 6:00 a.In. 
{Third Shift} 
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KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

~ESPONSE DELAY, BY HOUR OF THE DAY 
September, 1975 

Calls ResEonded To 
Under Between Over 

5 Minutes 5 And 10 Minutes 10 Minutes 
Number Per Cent Number Per Cent Number Per Cent 

159 24.2% 189 28.9% 307 46.9% 

395 24.4 427 26.4 796 49.2 

393 46.3 228 26.9 228 26.8 

"-" 

Total 
Number Per Cent 

655 100.0% 

1,618 100.0 

849 1bo.0 
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GOVERNANCE, PRIORITIES 

AND OPERATIONAL PERFORMANCE (Cont'd) 

• Although a variety of factor s contribute s to t,his re sult, this study 
indicates that major reasons underlying the third shift's superior 
performance are the lesser degree of specialization evident on 
this shift, more intensive field supervision, firmer dispa tch and 
operational discipline, and rhe presence of numbers of younger 
and more aggre ssive office J within its complement. 

- A s further noted in the succeeding section of this chapter, 
manpower resources of the uniformed forces are deployed in 
approximate proportion to weighted patrol workload on all 
shifts. 

- Therefore, a more abundant supply of manpower does not appear 
to lJnde,rly this kind of performance by the third shift; instead 
it'app'ears to reflect differences in management orientation 
and the exercise of better supervisory practices. 

Clearance Performance 

• The deterrent effect of a high clearance rate is believed by many 
knowl.edgeable observers to be an important determinant of a 
community's vulnerability to crime. 

• Unfortunately, the performance of the Kenosha Police Department 
in solving serious crime in recent years has also been relatively 
poor. 

Exhibit IV-3 presents a comparison of KPD clearance performance 
with that of other jurisdictions in the City's population range 
for the period 1970 through 1974. 

- Exhibit IV -4 graphically compare s Kenosha's 1974 performance 
with that for the State of Wisconsin overalt and several other 
commun itie s in the Sta te. 

• Examination of these data indicates that: 

- After improving somewhat in the early 19705, it has fallen 
from 15.3 per cent in 1973 to 13.4 pel' cent in 1974 
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KENOSHA. WISCONSIN 
POLICE DEPAR TMENT 

COMPARATIVE CLEARANCE PERFORMANCE 
1970 Through 1974 

Clearance Rate 
U.S.A. Cities With A Population 

All U.S.A. Cities {al Between 50, 00 And 100,000 (b) 
Type Of Crime 1970 1971 1972 1973 . 1974 1970 1971 1972 1973 

Murder 86.5% 83.9% 82..2.% 78.7% 78.8% 84.9% 87.8% 86.4'7. 80.7'7. 
Forcible Rape 56.4 54.9 '56.6 51.3 51.1 53.1 54.7 54.9 47.4 
Robbery 2.9.1 27.5 30.0 27.2 2.7.3 2.7.3 2.8.8 30.1 2.8.7 
Aggravated Assault 64.9 65.8 66.3 63.5 63.4 66.1 66.1 65.4 62.4 
Burglary 19.4 18.8 18.9 17.6 17.6 17.5 17.6 18.1 17.4 
All Theft 18.4 18.6 19.8 19.3 19.8 17.8 18.6 20.8 19.6 

$50 And Over 11.7 11.4 12.3 ILl h.a. 11.2. 11.9 11.6 11.5 
Auto Theft 16.9 16~3 16.6 15.6 14.6 15.9 16.5 15.3 15.9 

Violent Crime (c) 47.6% 46.5% 82.2% 45.2% 45.20/. 50.5% 50.6% 51. 0"/. 48.7% 
Property Crime (d) 16.1 15.7 82.4 18.3 18.5 14.6 15.1 14.9 18.6 
Crime Index. Total (e) 20.1 19.7 2.0.6 21.2 21.3 18.0 18.4 18.5 2.0.8 

n.a. - not available 
(a) 5,868 reporting cities in the United States With a combined population of 130,096,000 in 1974. 
(b) 254 cities with populations between 50,000 and 100kOOO. for a total population of 17,771,000 in 1974. 
(c) Murder, forcible rape. robbery and aggravated assault. 

1974 

84.8% 
49.8 
29.6 
62.1 
17.8 
20.1 
n.a. 
16.5 

49.1% 
19.0 
21.3 

1970 

50.0% 
50.0 
17.5 
2.1. 3 
11.2 
5.1 

n.a. 
11.3 

19.6% 
8.6 
9.6 

(d) Burglary, all theft and auto theft for 1973 and ,1974, and burglary. theft of $50 and over and auto theft for 1970 through 1972. 
(e) Sum of reported property crime plus violent crime plus :manslaughter by negligence. 

City Of Kenosha 
1971 1972 

100.0%. 100.0% 
46.7 53.8 
30.4 17.1 
29.7 33.3 

7.9 8. I 
4.0 4.3 

n.a. n.a. 
10.3 14.8 

33.0% 2.5.2.% 
6.9 8.3 
9.5 9.2. 

-1973 

100.0% 
57.1 
15.7 
34-4 
8.3 

n.a. 
n.a. 
16.0 

23.2.% 
n.a. 
n.a. 

1974 

66.7% 
57.1 
13.2 
2.9.2 
11.7 
14.1 
n.a. 

9.8 

2.1. 0% 
13.0 

'13.4 
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CLEARANCE RATES FOR KENOSHA, OTHER WISCONSIN CITIES, 
THE STATE AND THE NATION 

1974 

29.9% 

Madison Sheboygan Racine Wauwatosa 

Wisconsin Average -22.4% 

National Average-21% 
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GOVERNANCE, PRIORITIES 
AND OPERATIONAL PERFORMANCE (Cont1d) 

o A review of preliminary uniform crime report (U CR) 
da ta for the fir st six months of 1975 shows a further 
reduction of clearance rates in this period, to SOU1.e 
13.2 per cent. 

The Department's clearance ra te has consistently been well 
below prevailing national and Statewide averages. 

- Using 1974 as an example, Kenosha's clearance ra,tes for 
Part I crime were lower than the average for all U. S. cities, 
as well as those with a population between 50, 000 and lOa, 000. 

o In that year, Kenosha cleared 13.4 per cent of all Part I 
crimes, while the average clearance rate for all U. S. 
cities and for cities in the 50, 000 to 100, 000 population 
range wa s 21. 3 per cent. 

- On a comparative basis, the Department has proven less 

.. 

e£fe ctive in solving violent cr ime than in solving property crime. 

o For example, the following table compares the clearance 
rates of Kenosha and other U. S. cities in its population 
range for all Part I crime, violent crime, and property 
crime: 

Comparable Clearance Rates 
Kenosha 

As A Per Cent 
Type Of Crime Kenosha U.S •. Cities Of U.S, Cities 

All Part I 
Violent Crime 

13.4% 
21., a 
13. a 

21. 3% 
49. 1 
19.0 

63% 
43 
68 P ropert~ Crime 

o Expressed an~ther way, the probability that a serious 
crime committed in Kenosha will be successfully resolved 
by the police is 37 per cent lower than the a,rerage for 
other cities, 32 per cent lower for property crime and 
57 per cent lower for violent crime. 
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GOVERNANCE> PRIORITIES 
AND OPERATIONAL PERFORMANCE (Cont'd) 

• It should be carefully noted tha t the se figure s compare Kenosha with 
the average for U. S. citie s in its size range. 

.. In fact, well-led and well-managed police forces elsewhere often 
exceed this average, sometimes substantially. 

Utilizing straightforwa1:d reporting techniques and systems, 
a few departments previously studied have been able 'to 
consistently achieve clearance ra te s in exce s s of 30 pel' cent, 
more than twice the rate prevailing in Kenosha. 

Clearance Rates And Police Resources 

• As previously noted, the Department's leadership has continually 
expressed the view that the principal factor underlying weak 
performance is a lack of manpower; however, comparative analysis 
tends not to support this view. 

I, For example, the foHowing table compares relative crime rates> 
per-capita police staffing, and Part I clearance rates for Kenosha 
and U. S. citie s in its size range for 1974: 

Police Personnel 
Index Per 1,000 Clearance 

Item 

Kenosha 

U.S. Cities 

Kenosha as a 
per cent of 
U.S. Cities 

Crime Rate 

6,759.5 

5,747.7 

117.6% 

__ Population Rate 

2. 1 13.4% 

1.9 21.3 

110.5% 62.9% 

While the crime rate in Kenosha is 17.6 per cent higher than 
the national average, this is almost offset by the maintenance 
of a police force 10 pel' cent larger than average. 

- However, as previously noted, performance as measured by 
clearance l·ates is 37 pel' cent lower. 
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GOVERNANCE, PRIORITIES 
AND OPERATIONAL PERFORMANCE (Cont'd) 

• Furthermore, comparison with those of other communities in 
Wisconsin (depicted in Exhibit IV-S on the following page) does not 
tend to support the contention that the KPD is severely undermanned. 

.. For convenience, the level of staffing proposed in the followi11g 
chapter for the Kenosha Police Departtnent is also indicated. 

SUMMARY 

• The foregoing analysis indicates that the performance deficiencies of 
the Kenosha Police Department are not, in the main, attributable 
to lack of suitable re source support, but must in fact be traced to 
weaknesses already noted in the structure of the Department's 
governance; and to organizational, operational, and other manage­
ment problems outlined in the succeeding sections of this chapter. 
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POLICE EMPLOYMENT AND CRIME RATE FOR KENOSHA AND OTHER WISCONSIN CITIES 

1974 

Number Of 
Police Department 

Employees Per 
1,000 Popufation 

10 

9 

8 

7 

6 

5 

4 

3 
Planned 1 2.232 
Kenosha- - - -
Staffing 2 

Level 

1 

6,761 
~ 

Kenosha 

6,095 
~ 

Madison 

legend: ffii~:~~:~{:~:1 Police Department 
:y;;:.-•..•• -.... Employees 

8,695 
~ 

4,777 
~ 

4,268 
"T"1""J"" 

Sheboygan Racine Wauwatosa 

~ Crime Rate 

] J 

Crime Rate 
Per 100,000 
Population 
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-------------- DEPARTMENTAL ADMINISTRATION -----------

• 

This section presents observations concerning the administration of 
the Kenosha Police Department. 

ORGANIZATION 
STRUCTURE 

General Observations 

• The Kenosha Police Department is afflicted with a. weak organization 
structure, the impact of which is compounded by leadership and 
management systems deficiencies noted elsewhere in this report. 

• There is an insufficiency.., even absence - of organizational pro­
visions for the performance of vital management functions, in­
cluding: 

... Planning and research in important police -related areas, 
such as development of crime prevention programs; 
operational changes to prepare £01' known or expected 
crime activity; as ses sment of baining deficiencies 
apparent in police performance, or as related to new 
crime problems • 

.., Personnel management, especially as it relates to the 
career development of police office-rs in a programmed 
and orderly manner designetl to produce highly qualified 
technicians, strong supervisors and effective managers. 

lq,ternal affairs of the Department, especially the- in .. 
vestigation of complaints against policemen and evaluation 
of questionable police practices. 

• A crucial weakness is the absence of coordination and supervision 
at key points in the organization • 

.., Below the Chief and the Inspector, there is no focal point 
for intensive direction of the four closely related patrol 
shifts; or investigative functions. 
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DEPARTMENTAL 'ADMINISTRATION (Cont'd) --------

- There is insufficient provision for full-time supervision of 
key operational units. 

o For example, the first shift captain is also required 
to direct the Department's traffic enforcement 
operations, in itself a time consuming job; as 113 
must, therefore, adhere to a different work schedule 
than does his shift, he can provide only minimal first­
hand guidance . 

. 
o There is no formal supervisor for the fourth shift, and 

no provision for additional second shift supervisory 
staff to assume the management WOtrkload created by 
fourth shift presence. 

• Compounding this deficiency, many existing supervisor's postions 
are not fully used in a supervisory capacity; for example, as further 
detailed in a succeeding section: 

- Detective lieutenants are directed to spend the bulk of 
their time at their desks in the headquarters building 

Patrol sergeants devote the bulk of their time to dispatching 
duties and other administrative tasks, spend only modest 
amounts of time on' field supervision, and exercise few sub­
stantive command responsibilities. 

o This analy~is was confirmed by a recent arbitration 
decision which left sergeants in the Department's 
bargaining unit for these reasons. 

• Moreover, as also noted below,. the Department's work force is 
characterized by overspecialization in the patrol shifts and under­
specialization in the Detective Bureau. 

• Overall, the Kenosha Police Department appears to function 
as six loosely as sociated cells - the Chief! s office and some admin­
istrative components, the Detective Bureau, the Juvenile Bureau and 
the three main patrol shifts - rather than as a single organizational 
entity. 
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DEPARTMENTAL ADMINISTRATION (Cont'd) ---------

Team Policing 

• At the inception of the study, the Department and the City had 
developed a plan to adopt the "team policing" concept in Kenosha 
in the near future, relying on federal grant support for its intro­
duction. 

• However, as conveyed to the City by the interim Executive Digest, 
the probability of successful implementation of this concept in 
Kenosha in the near future appears dim. 

- Much of the support for this concept was based on the 
benefit it would ostensbly contribute in the form of 
additional police manpower, rather than on the medes 
of its applicability to the Kenosha emrironment. 

- Many team policing experiments elsewhere have proven 
only marginally successful, beyond short-term suppression 
of crime in one area and its II exportl! to another. 

Previous research has indicated that, among the circum­
stances necessary for team policing to have a reasonable 
opportunity for success, are: 

o Broad public support for the concept 

o Abundant manpower resources 

o High-quality leadership throughout the ot'ganization 

o Close working relationships between the police and 
municipal administrators 

o A high degree of management flexibility in setting 
assignments, hours and other working conditions 

o A strong record of adoption and implementation of 
advanced police management and operations con­
cepts. 
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• • ------------ DEPARTMENTAL ADMINISTRATION (Cont'd) ----------• • - Many of these conditions do not prevail in Kenosha. 

- Moreover, as evidenced by the outcome of this study, the. 
most pressing needs of the Kenosha Police Department a.re 
for improved application of basic police services and 
functions, rather than for experimentation with concept;s 
with which other, more advanced police forces have en­
countered considerable difficulty. 

(oJ Following review of these findings by the City, the request for this 
federal grant program was withdrawn. 

Related Observations 

• Although this study indicated that team policing was not a viable 
near-term program, it should be noted that important opportunities 
do exist to capitalize on the availability of federal funding~ in order 
to undertake new initiatives in areas revealed by the study to be of 
great concern in Kenosha; these include: 

- Narcotics enforcement, preferably on a regional basis 

Preventive programs oriented to the reduction of juvenile 
delinquency 

- Training programs for development of police management 
capabilitie s. 

MANAGEMENT PHILOSOPHY 
AND MANAGEMENT SYSTEMS 

Management Philosophy 

• The results of this study clearly indicate that Department manage­
ment has, in most cases, reacted to external stimuli or pressures 
for action of various types, rather than provided positive leadership, 
direction and guidance to Department officers. 
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DEPARTMENTAL ADMINISTRATION (Cont'd) ---------

• The management philosophy of the organization is, therefore, 
characterized as one of acquiesence, of avoidance of painful 
decisions and profes siona1 discipline required for the good of 
the KPD, at the expense of the type of leadership, direction and 
control vital in a quasi-military organization. 

• Reflecting this orientation, the Kenosha Police Department functions 
with few of the formal management systems regarded as mandatory 
for successful direction of an organization of its she . 

Policy Formulation And Enforcement 

• Provisions for formal development and enforcement of Kenosha Police 
Department policy are wholly unsatisfactory for a comparatively large 
police organization. 

• Although directed to do so by the City early in 1975, the Department 
has yet to develop a formal set of rules and regulations. 

Department leadership correctly notes that the incumbent 
to whom they talked has slnce retired. 

However, numerous other' personnel would have been 
available - many assigned to tasks of only marginal 
importance - if sufficienf; priority had been as signed to 
this project. 

• Certain written directives and generally understood policies do exist 
within the Department, however: 

- Department members interviewed during the study indicated 
that those policy statements which were issued were rarely 
enforced if llunpopu1ar. II 

• The abs ence of formal policy directives is particularly acute, for 
example, in four especially sensitive areas described below. including: 

- Evidence custody 

- Use of deadly force 
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DEPARTMENTAL ADMINISTRATION (Cont'd) --------

- Undertaking of "hot pursuit" 

- Disciplinary policies and procedures. 

• Provisions for preserving and maintaining custody of evidence 
are overly informal. and vary within the Department. 

• Specific guidelines have not been established within the Department 
regarding use of deadly force; confusion appears, to exist among some 
members of the Department as to chcumstances under which they are 
authorized to use their sidearms. 

Similarly, formal policy statements have not been formulated 
and disseminated regarding circumstances under which high­
speed tlhot pursuit" of fleeing vehicles is authorized. 

- Because these two types of situations present officers, alleged 
offenders, and possible bystanders with a degree of risk to 
life and limb, clear delineation of police policies in these 
areas is characterized as a hallmark of sound police admin­
istration. 

• Reflecting the general management environment of the Department, 
one of the most serious management weaknesses of the KPD observed 
during the study was the absence of firm well-defined and uniformly 
applied standards of professional discipline in the organization. 

- Although discipline is evident among selected policemen who 
adhere to high standards on their own initiative, professional 
conduct appears at times to be a voluntary rather than requisite 
element of performance for Kenosha police officers. 

- In many cases, the chain of command does not have the 
respect of subordinates, nor does it enforce compliance 
with basic operating procedures. 

.. In some instances the level of mutual respect within the 
Department has fallen to remarkably low levels. 
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DEPARTMENTAL ADMINISTRATION (Conttd) ---------

- During the study, it was noted that open friction was 
displayed between officers and supervisors; and situations 
were observed in which patrolmen were openly insubordinate 
to supervisors at 1,'011 call and no corrective action was taken. 

-....... 

• When discipUne is exercised, there is no formal framework to 
govern its execution, or within which disciplinary authority can 
be readily delegated to command personnel; as a result, most 
disciplinary matters are handled personally by the Chh;f. 

- In addition to the severity of the offense, one factor 
reportedly considered in determining punishment is 
the punishment acceptance threshold of the offending 
officer - a criterion of particularly dubious merit. 

~ Occasionally, disciplinary action resulting in suspension has been 
taken: however, the punitive impact of suspensions has been ameliorated 
by permitting offenders to work on their days off rather than lose pay 
for suspended days - thus undermining the credibility of the disciplinary 
pl'ocess and limiting its usefulness as a tool to secure adherence to 
Department policy. 

Management Systems 

• No well-defined long-term goals have been established for future 
betterment of the Department; neither - despite evident operational 
limitations - has any visible effort been made to establish higher 
near-term performance standards, or short-term objectives for 
their attainment. 

• With the exception of the team policing scheme, no formal Depal.'t­
ment-wide crime pattern analysis 01,' preventive programs have been 
undertaken. 

o Although a wealth of useful data and management information are 
ava.tlable from the Department's records system, and were utilized 
during the study; there is little evidence to suggest that appropriate 
use has been made of these data in such important decisions as 
manpower allocation. 
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- There has thus been little substantive analysis of the 
police service needs of the City or means by which 
the Department could improve its response to these 
needs. 

Such analysis would be difficult, in any case, as the present 
records system is based on geographically coded incident 
reporting areas which do not correspond to census tracts, 
'beat zones, or other determinable boundaries. 

II The ?epartment's internal communications are relatively ineffectual. 

Members of the Department indicate a pronounced lack of 
knowledge concerning developments in organizational elements 
outside their own units which might affect their work, although 
m?st wouldo prefer to have such information available. 

- Few staff meetings of key personnel, such as shift commanders, 
are held ostensibly because of restrictions on use of paid over­
time; this contributes to lack of coordination among the various 
elements of the Department. 

o Evidently, alternatives to payment of overtime (such 
as intermittent one-day adjustments to work schedules), 

'have not been explored. 

o Moreover, in many other police forces responsible 
command personnel a:t'e viewed as professionals, and 
are expected to perform such functions as attendance 
at staff meeting s ,ou~side normal dut:" hours' w~thout 
direct compensation. : 

The daily bulletin is published for the sole purpose of pl,'oviding 
on-duty policemen with the pertinent details of recent crimes 
or other police -related activity in a thorough and comprehensive 
manner, and thereby reduce the time for roll calls and eliminate 
error in hand-copying information. 
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- The Bulletin seldom contains more than a listing of these 

crimes and activities and, as such, necessitates that 
policemen seek out and take notes on the det:-.ils. 

- This situation in effect negates the prim.ary purpose for 
establishing a daily bulletin, 1. e., maintaining an effective 
flow of pertinent information Departmentwide. 

OPERA TING CONCEPTS 
AND PROCEDURES 

• In many cases sworn personnel are ineffectively utilized, performing 
such tasks as manual conversion of accident report data, complaint 
receipt and dispatch, reception and counter duties, collection of fines, 
telephone-answering in the Detective Bureau, and the like. 

4) Numerous opportunities exist to strengthen the effp.ctivenes s of 
Department operations i most are noted in the specific functional 
areas discussed below. 

- The combined effect of these conditions contribute heavily 
to the delayed response time and low cleal:'ance rates pre­
viously noted. 

• One of particular importance, though, concerns the prevailing practice 
within the Department of authorizing members ()f the KPD to take 
vacation time during periods which coincide with peak police workload. 

The desirability of allowing officers to take vacation at 
times convenient for them and their fami1ie~1 is, of course, 
well recognized. 

o However, many Departments take steps to regulate the 
time at which vacation is taken by all ranks 

o Such controls exlst to a degree in Kenosha, but apply 
principally to the patrol shifts. 
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DEPARTMENTAL ADMINISTRATION (Cont1d) --------

- These controls do not now appear to be sufficient. 

For example, as indicated in Exhibit IV -6 there are two 
offsetting seasonal peaks: 

o Between January and April, when police workload 
is low, little vacation is normally taken 

o Convers;e1y, when police workload peaks (normal1y 
in July and August) police vacation time a:1so peaks 

o As a result, fewer personnel are available to meet 
an increased workload in these particular months. 

• Another matter of Departmentwide importance concerns the absence 
of wel1-thought-out and carefully fashioned plaris to respond to extra­
ordinary events such as sniper incidents or major robberies. 

- At present, response to such incidents is haphazard • 

PATROL 
OPERATIONS 

General Observations 

• Although the Department' s :r:esponse time is general1y poor, the actual 
workload placed on the patrol force is not normally unduly burdensome; 
overal1, the Department averages only 4. 19 cal1s per hour at current 
rates, and has an average of 10 patrolmen on duty to respond to them. 

- Even though peak-hour cal1 rates may range as high as 10 
per hour (sometimes higher) these can be - and, to a large 
extent, are - offset by scheduling adjustments. 

• The Department patrol forces do suffer from an unusually low 
availability rate, though. 

The availability rate is the number of officers actually 
available for duty, after deducting from the total work force 
assigned at a shift the number of officers off duty because of 
vacation, days off, il1nes s, an.d the like. 
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KENOSHA, WISCONSIN POLICE DEPARTMENT 

CUMPLAiNT CAllS AND HOURS OF VACATION 
JUNE 1974 THROUGH AUGUST 1975 
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- Tl'\e availability rate determines the staffing ratio, i. e., 
the number of oi£icerl''l that it is necessary to assign, to 
ensu~e that, after dedu.cting for these factors, one officer 
will bo\ available for duty. 

\ 
- 'rhe 9ta££.i\,-g ratio in m'any police forces ranges between' 

1. 'S,O and 1)'60. 

" \. 
- In Kenosha, the Department has utilized a ratio of 1.67 

£01' operational planning purposes, and, for eX,ample,· in' 
its team policing g'rant application. 

- As indicated in Exhibit IV~ 7 though, the actual experience 
of the KPD, on an annual basis, requires a staffing rano 
of 1. 88. 

- In e£f<-ct, 1. 88 police officers· must be assigned to a shift 
to ensure that one officer will (1I.lwayah,e available; the 
operational ~fficiency of the KPD is bet~'ep.n 17. 5 and 25 
per cent less efficient than the exp~rience of othe1:' forces 
indicates is attainable. . '\ " 

- The principal reason fflr this is the G~~~ s present labor 
agreement, which results in a standard work week fo!' 
most KPD officers substantially less than \'he customa.ry 
40 -hour week • 

• Despite this, a patrolman must respond to an averag~ of only 2.12 
calls per day, 

Time Utilization 

• Two major factors contributing to the apparently cont1:'asting 
situation of extended response times and a relatively low frequency 
of calls per officer per day are poor manpower utilizat.ion resulting 
from overspecialization of patrol assignments, and the occupation 
of much pah'ol officer time by other, lower-priority tasks. 
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KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

PATROL SHIFT AVAILABILITY AND WORKLo'.t\D 
197'> 

Nmnber Of Patrolmen Average Calls 
Average Staffing Per Day Per 

Month/Shift Assigned Per Shift Actually On Duty Availability Ratio Patrolman 

January 
First Shift 24 12.86 54% 
Second Shift 25 14.86 _59 
Third Shift 28 13.00 46 
Fourth Shift 12 7.86 66 

: 
Total 89 48.5(1 55% 1.83 1. 95 I 

1 

i March 

! First Shift 24 12.43 52!fo 
! Second Shift 25 13.79 55 , 
! Third Shift 28 13.86 50 I 
I Fourth Shift 12 6.86 57 
! 

! Total 89 46.94 53% 1. 90 2.00 
I 

I May I 
! First Shift 23 13.00 57% 

I Second Shift 25 14.~4 57 

! Third Shift 28 13.00 46 
! Fourth Shift 12 8.71 73 

Total 88 48.85 56% 1. 80 2.'34 

J1l1y 
First Shift 24 II. 86 49% 
Second Shift 25 13.14 63 
Third Shift 28 13.00 46 
Fourth Shift 12 6.86 57 

M 

Total 89 44.86 50% 1. 98 2.79 X 
::r: 
H 

2.12 
tll 

Annual Average 89 47.31 53% 1. 88 H 
.I-j 
H 

< 
I 
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DEPARTMENTAL ADMINISTRA'I'ION (Cont'd) --------~:.I 

- It should be noted tnat a total of 33 per c€!nt of the time 
was spent on office duties, report writing and (!other!! 
duties; almost as much as that spent on patrolling. 

Patrol Supervision 

o An even more pressing problem evident in Department patrol 
operations is the absence of firm, effective and continuous field 
supervision, leading to: 

- A lad: of supervisory support and guidance for conscientious 
officers in difficult situations, as a result of which they must 
turn to their fellow officers for such as sistance. 

An absence of suitable controls to prevent other, less well­
motivated officers from abusing this situation. 

• Shift captains and lieutenants spend the preponderant amount of 
their tim.e on administrative and other office duties. 

- Sergeants are used primarily for dispatch duties, designated 
as field supervisors only if more than enough are present for 
duty to meet office requirements - reflecting questionable 
management priorities. 

,. When assigned to field supervisory duties, sergeants customarily 
patrol at random, responding to nearby or serious calls. 

- The specific role they are to perform has not been 
clarified 

- Seldom do they engage in the functions (commonly assigned 
to sergeants in major police organizations) of: 

o Taking command of police activity at the SC(:lne of 
action 

o Assessinp,' and recording the quality of police effort 
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" • • o Recommending specific action to the patrolmen 

on site 

o Critiquing the actions of patrolmen to including 
making recoU'lmendations for improved police 
work after the effort is completed, or for overall 
training. 

" Substantial differences in supervisory presence e~ist from shift to 
shift, as indicated in Exhibit IV -8. 

Of particular interest, field supervision has been most 
extensive on the third shift, which, as previously noted, 
has compiled significantly superior response time per­
formance, without proportionately greater manpower 
resources. 

II As indicated in the ,E'xhibit: 

- Captains spent 812 hours supervising, out of an available 
5,319, or 15.27 per cent 

- Lieutenants spent 922 hours out of the same available time, 
for 17. 33 per cent 

- Sergeants supervised during a total of 3, 700 hours of a 
total 15,957 available, or 23. 19 per cent. 

• Due to the increasing level of responsibility with increasing rank, 
less supervisory effort should be expected by the higher ranks: 
however, ratios of 15. 27 per cent, 17. 33 per cent and 23. 19 per 
cent are far below desirable levels. 

Chronological Deployment And Shift Hours 

(! Overall, a few imbalances do exist between evident workload 
pattf.;'rns and present patrol scheduling. 
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Shift 

First 

Second 

Third 

Total 

KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

COMPARISON OF SUPERVISORY EFFORT 
OF THE THREE BASIC PATROL SllFTS 

1974 

Hours Of SUEervision Individual lYlan-Hours 
Per Cent Of 

Superivision Time 
B}r Captains By Lieutenants By Sergeants Available Per Year (a) Spent Supervising 

116 99 1,098 8,865 14.81% 

498 1, 107 8,865 18.10% 

696 325 1,495 8,865 28.38% 

812 922 3,700 26,595 20.43% 

(a) Total wo:tk hours per year on the 5-2-4-2 scheduling arrangement, less vacations and 
ten holid.ays, multiplied by five supervisors (one captain, one lieutenant, and three sergeants). 
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• • - The scheduled hours for the three basic shifts appear to 
be satisfactory; however, those for the fourth shift are 
not. 

- The fourth shift was appropriately established to overlap 
the second and third shifts and to provide intensified field 
coverage during peak-activity evening hours. 

However, its present 4:00 p. m. -to-midnight, schedule 
does not permit optimum deployment to meet evident 
workload conditions. 

- As indicated in Exhibit IV -9, police workload tends to 
remain high in Kenosha until 2:00 or 3:00 a. m. in the 
morning. 

o The need for improved scheduling of the fourth shift has been 
recognized by both thl') City and the Department; and one previous 
study of the KPD called for its hours to be A.'3t from 7:00 p. m. 
to 3:00 a. m., an evidently sound conclusion. 

- Despite this recognition, though, disagreements over shHt, 
premium-pay provisions of the KPDl s current labor agree­
ment, and the breakdown of communications b~tw~en the 
Department and the City as a result of previously identified 
deficiencies in governance, have effectively served to fore­
stall well-justified corrective action. 

13 Similarly, a lack of systematic shift change provisions results in 
under-coverage of the City at certain times. 

- Because of the programmed work shifts being limited to 
eight hours including roll call, breaks, lunch and report 
preparation, patrol units seldom arrive in their patrol 
areas sooner than ten minutes after the shift starts and 
leave ten 'minutes before the shift ends. 
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KENOSHA, WISCONSIN 
POLICE DEPARTMENT 

PATROL WORKLOAD AND MANPOWER DEPLOYlvIENT 

Patrol Workload Patrol DeEioyment 
Per Cent Of Per Cent Of Vleighted Per Cent Of ManEower Assigned 

Time A-:tin., Disp_atches Serious Crim-s A~~~ Basic Shifts Fourth Shift Total 

6:00 a.m. - 10:00 a.m. 90/0 14% 1 L 50/0 150/0 150/0 

10:00 a.m. -. 2:00 p.m. 12 13 12.5 15 15 

2:00 p.m. - 6:00 p.m. 25 13 19.0 14 3% 1·7 

6:00 p.m. - 10:00 p.m. 27 17 22.0 14 6 20 

10:00 p.m. - 2:00 a.m. 18 23 20.5 15 3 18 

2:00 a. m. - 6:00 a. m. 9 20 14.5 15 15 

(a) Based on 50 per cent weighting each of action disp2i:ches and serious crime. 
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DEPARTMENTAL ADMINISTRATION (Cont'd) --------

- While one or more patrol squads is usually designated as 
an "early" or "late!' patrol to fill this gap, there are often 
not enough of such designations to prevent the patrol coverage 
deficiency noted above. 

- Foot patrols are not relieved on station; rather, they come 
in to the police station before the end of the shift, a.nd the 
replacement does not go out until it or after the next shift 
starts. 

- Because of previously noted weaknesses in KPD discipline 
and field supervision, patJ,'olmen appear hesitant to accept 
calls which may be time-consum.ing near the end of a shift, 
prefel.'ring to leave these to the oncom.ing shift. 

o Reflecting this, the previou.sly described study of 
call response time :ndicated a build-up of response 
delays at shift change hours. 

Geographic Deployment 

• The Department's beat zone system is overly informal and is obsolete. 

• Moreover, beat zone maps are not re(il,dily available in the Department, 
leaving zone control to verbal description of zone boundaries. 

- Most patrolmen knc\v the limits of each beat 2'IOne, however; 
even considering the prescribed beat zune overlap, few 
patrolmen confine themselves to assigned zoneSj and those 
that do, do so only occasionally. 

• Only five ba. sic patrol zones are maintained, regardles s of the 
number of patrol units assigned to duty in the field. 

- These zones generally receive first priority in manpower 
assignmer;.t, though, and most complaint calls are first 
assigned to the zone unit. 
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DEPARTMENTAL ADMINISTRATION (Cont'd) ----------

- As further noted elsewhere in this chapter, when additional 
units are assigned to the field~ they are customarily assigned 
to a variety of specialized tasksi though they mc'.y be assigned 
responsibility for initial call r\S!sponse~ this is regarded by 
some as an flintrusion. II 

Patrol Officer Role And Responsibilities 

It KPD patrol officers, especially those not detailed to one of the 
various specialized duties, are expected to perform 'Iery limited 
tasks . 

• Because of the concentration of call assignments for these units, 
they are under pressure to rapidly complete their initial response, 
and are thus unable to perform thorough preliminary investigations 
at the scene. 

(I Moreover, the prevailing view within the Department appears to be 
that paholmen should properly be assigned very limited responsibilities, 
and not engage in "more advanced" police work . 

.. When confronted w.ith a s~dous crime scene 01' a situation involving 
juveniles, the general tendency of many patrolmen is to automatically 
call in the Detective or Tuvenl.le Bureaus (when their personnel are on 
duty) :.rather than cO'r'l.duci the preliminary investigation themselves. 

- As a result, delays are encompassed in completing preliminary 
investigations, and requirements are generated for Detective 
and Juvenile personnel to be available to respond to field calls 
rather than concentrate on follow-up investigation of criminal 
cases. 

Patrol Configuration 

.. Existing KPD patrol configuration practices appear to be based 
mainly on guesswork, tradition, and response to extcr11al pressures, 
rather than on calculated assessment of need and logical tectical plans. 
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o For example, a substantial proportion of the Department's patrol 
manpower is'lost to full-time or nearly full-time intensive coverage 
of limited areas by Department motorcycle and foot patrol officers; 
on some occasions almost half the effective patrol strength is so 
assigned. 

", 

- Except during the winter months, motorcycle officers 
devote the majority of their time to full-time patrol 
of the City's park network. 

. 
o However, much of their effective time appears to 

be lost in travelling from park to park, or "planning" 
park coverage. 

- Similarly, foot beats appear to have been estabUshed in 
response to pressures of the moment, rather than on 
calculated assessment of needs and priorities. 

o Foot beats operating in September and October 
were generally unproductive, and resulted in 
relegating sworn officers to duties as watchmen. 

- Insufficient analysis has evidently been made of alternative's to 
full-time assignment of motorcycle and foot beat officers, such 
as random tacticQ.1 patrolling or periodic, rather than continual, 
intensificat)on of coverage in troublesome areas • 

• Similarly, the Department's rationale . .£or use of two-man patrol units 
is dubious; though not clearly delineated, it appears to be based on 
the supposition that police officers as signed to duty after dark should 
work in pairs • 

• Exclusive, rather than selective, reliance on two-man units "after 
dark appears to be based on less detailed analysis of service re­
quirements than on two interrelated factors, as follows: 

Field officers are concerned over the lack of field super­
visory support afforded patrolmen and the lack of coverage, 
teamwork, and mutual support in the field evident in the KPD: 
thus the assured presence of a second officer at the SCene of 
incidents is perceived to be a safeguard for these personnel 
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Concerns are expressed for officer safety if sole reliance 
is placed on one-man units during the hours of darkness. 

• While the results of this study indicate that these concerns are valid 
in part, current reliance on two-man units between 4:00 p. m. and 
6:00 a. m. does not appear to take into account the prevailing pattern 
of incidents of assaults on police officers. 

- For example, 10 -years' data on such incidents, reported 
in the FBI uniform crime report for 1973, indicate'that 
51. 4 per cent of all law enforcement officers killed in the 
line of duty suffered such as saults during the hours of 7:00 
p. m. to 3:00 a. m. 

- These data indicate that more than twice as many officers 
were assaulted in the line of duty during the hours of 7:00 
p. m. to 10:00 p. m. (a period during which the Department 
makes heavy use of one-man cars on the second shift) as 
were assaulted during the hours of 3:QO a. m. to 6:00 a. m. 
(a period in which the Department generally relies totally 
on two-man cars). 

INVESTIGATIVE 
OPERATIONS 

Detective J?ureau Operations 

• Detective Bureau operations appear to be unproductive and governed 
by-tradition rather than by analysis of the City's needs; in contrast 
to the overspecialization in the patrol force, -there is insufficient 
specialization in the Detective Bureau. 

o Comparing unfavorably with such systems in the Juvenlle Bureau 
(discussed below), few formal management and case-load records 
systems are maintained by the Detective Bureau, thus precluding 
definitive analYf!.is. 

e However, numerous general deficienc.ies are readily evident • 
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- Some detective supervisory personnel provide little direct 
leadership in the field, and devote the bulk of their time 
to duties in the office, at management direction. 

- There is insufficient screening of cases to establish investi­
gative priorities; and, with the exception of major or 
"notorious" cases, there is only minimal review and 
evaluation of investigative performance. 

o In fact, systems are not currently in place to permit 
such eva1uatior'l on a regular basis. . 

o It is, thet-efore, difficult to assess past performance 
or to set goals for future improvement: there are few 
indications that such steps have been taken. 

- Detectives almost always investigate cases in pairs, 
regard1es s of the severity or complexity of the case. 

- Detectives are required to be available at most times to 
respond to preliminary investigations in the field, thus 
disrupting follow-up investigation. 

- Detectives are periodically assigned to patrol at random 
rather than to pursue a large backlog of open cases; thus, 
they duplicate rather than support patrol operations by 
performing such functions as t-esponding to calls and 
performing security checks. 

- Acting on a general as signment basis, detectives have few 
opportunities to develop specialized expertise in solving 
particular types of cases. 

• That specialization which has been developed within the Bureau is 
of only marginal utility. 

\I The establishment of a specialized narcotics enforcement .capab.ility 
represents a positive response to an evidently pressing problem in 
Kenosha; however, the effectivenes s of personnel as signed to this 
function is stymied by a variety of problems. . 
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Separate day and night detectives are designated for this 
purpose. 

o Narcotics enforcement does not lend itself to 
regular shift work: flexible work hours are 
required. 

Although one officer has been assigned to lead this ('ffort, 
he has no formal supervisory standing. 

o Close supervision and teamwork are vital for sl.1ch 
sensitive operations. 

- Narcotics detectives are frequently diverted to general investi-
-gative functions. 

o These officers handled more general investigative 
cases than narcotics cases in 1974. 

- Finally, these officers lack ready and continuous access 
to two key enforcement tools regarded as prerequisites 
to succes sful narcotics enforcement: 

o Numbers of capable, well-trained undercover 
personnel whose identity is unknown in the com­
munity 

o Substantial amounts of cash funds to use in the develop­
ment of confidential informants, and with which to make 
controlled purchases of illicit narcotics • 

• The two-man fraud squad does provide a useful servlce, and provides 
some deterrent effect. 

It has a substantial workload, as lndicated by the following table: 

Workload 
Summons 

Complaints Warrants And Dollar Value 

~ Received Issu~d ComElalnts. Rustlttltlon Reeovered 

1970 693 170 32 26 n.th 

1971 517 n 61 97 n, a_ 
1972. 225 41 51 $1 $7,378.43 
1973 465 S2 66 60 3,671.38 
1974 459 49 95 141 4.995.26 

n. a. - Not avallable. 
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- However, the annual cost of squad operation - over 
$25,000 for salaries alone - appears to outweigh its 
direct economic benefit. 

- Moreover, th€! commitment of two detectives to this 
function full time reflects a questionable definition of 
KPD priorities when the Department's overall clearance 
of more serious crime is kept in mind. 

Juvenile Bureau Operati.,2E.!L 

• By contrast, the operations of the KPD Juvenile Bureau reflect one 
of the Department's pdncipal strengths. 

Case workload in the Bureau is well managed, effectively 
supervised and productive. 

- For example~ although the Bureau's complement currently 
comprises only sotne 31 per cent of the KPD's detective 
and investigator staff, in 1974 it wa.s responsible for mOre 
than 50 per cent of the Department's Part I clearances. 

o The Bureau does suffer £rom severa11imita.tions, though. 

The Bureau is understaffed when consider ~d in relation 
to its present workload, especially when its personnel 
are required to respond to calls that more appropriately 
could be handled by the patrol force or other elements of 
the KPD. 

o As noted prev.Y,ous1y, there is a tendency for many 
patrolmen to call fOl' the Juvenile Bureau in any 
situation involving juveniles, regardless of the 
circumstances. 

o The Detective Bureau also, has reportedly passed 
on to the Juvenile Bureau cases, mostly adults, 
involving rather than retaining the case and request 
support from the Juvenile Bureau. 

IV-35 



." 

II 
_i·" 

.. , 

,- -,' 

I .. 
I 



• • ------------ DEPARTMENTAL ADMINISTRATION (Conttd) -----......----

• • 
i.-

I:, 

= 

~ A formal position does not exist to coordinate refen'al 
services or to pIa,'). and direc.t prevel1tive programs. 

.. The Bt'l,reau and the City are handicapped by an inadequate 
capability to confine delinquent juvf.'niles and conduct 
meaningful r chabilitation. 

o This has been viewed by thoughtful observers as an 
urgent need which, nonetheless, will ;require ~tate 
action to correct. 

PERSONNEL 
MANAGEMENT 

Role Of The Police And Fire Commissicm 

• Members of the Police and Fire Commission serve part time, and 
lack opportunity to develop cxtensive expertise; mOl~eover, they have 
few sour ce s of as sistance. 

... During the study, arrangements Were made to distribute 
a newly developed Manual for Commissioners to current 
members . 

.. The Commission currcntly relies on the services of the 
City Attorney for legal counsel, although that office may 
also represent the City in cases brought before the Com­
mission. 

e As a consequl'ance, the Commission appears to have be('n unduly 
hesitant in stimUlating Department leadership to adopt improve­
ments in Department personnel systems, especially selection, 
promotion, and disciplinary systems .. improvements now in 
effect in other Wisconsin municipalities and previously used in 
Kenosha. 
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Labor Negotiations 

• The failure of Department leadership to participi'tte fully and 
aggressively in KPD labor negotiations is a major management 
deficiency, as the bargaining process htHl in the past involved 
matters of vital concern to Department management (working 
hours, shift hours and the like). 

- The present contract prescribes the hO\lrS of the day in 
which shifts can be scheduled, the number of shifts, and 
the total length of the shift regardless of breaks 01' a 
lunch period. 

- These agreements impact directly on the operational capability 
of the Department, and can have an adve1'se effect if the number 
of shifts does not provide enough flexibility to meet the actual crime 
threat in the most efficient manner. 

• Furthermore, no strategy has been formulated by KPD leadership to 
cope with the recent decision removing most commis sioned officers 
(lieutenants and captains) from the bargaining unit, although this 
decision was widely expected and although it offers important oppor­
tunities for the Department to improve its management capabilities. 

Thus, a response to this important opportunity has become 
the responsibility of the City Administration, which must 
render decisions without technically knowledgeable advice 
and counsel from the Departmeut I s chief executive. 

Recruitment And Selection 

• Suitable psychological testing procedures are not used to SCI'een 
applicants fo'r membership in the KPD, although use of such tests 
has proven exceptionally valuable elsewhere in screening out in-· 
dividuals whose temperament 01' whose motivation for seeking police 
employment may be dubious, Or those who may present long-term 
disciplinary difficulties . . 
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• Considerable controversy has surrounded the Department's approach 
to equal employment opportunity programs. 

- In particular, the Department's leadership has resisted the 
employment of female police officers. 

The effectiveness of female officers, particularly in uni­
formed patrol assignments, is a subject of considerable 
debate, currently undergoing nationwide S cl'utiny. 

- However, women officers ha,ve an extended history of capable 
service in numerous police functions; in Kenosha, for example. 
such an officer commands KPDl s effective Juvenile Bureau. 

The recent adoption by the Police and Fire Commis sion of the 
"rule of alP' represents a constructive interim approach to 
this issue. 

However, current KPD management attitudes, along with pro­
visions of the KPPA contract have served to preclude utilization 

." of newly appointed female officers in Departmental operations 
(especially investigative assignments).where, interviews indicate, 
their uniq',le capacities CQuld best be applied. 

Training 

• The Department1s basic and in-service training programs have 
generally proven effective, although the latter have been inter­
mittent and are overly dependent on the availability of federal 
funding. 

C) Professional training through attendance at courses conducted by 
police institutions has been relatively limited, with the emphasis 
on attendance at the shorter (one - to two-week) courses; however, 
at least one member of the Department has attended more than half a 
dozen such courses, and longer ones as well. 

• The Department has suffered from a scarcity of intensive, long­
term management training. 
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- For exa:rnple, no cur:rent member of the police force has 
been given an opportunity to attend long-term management 
training courses at such highly regarded institutions as the 
FBI National Academy, Northwestern University, or the 
Southern Police Institute; departments of comparable size 
elsewhere often number several graduates of such courses 
in their active staff complement. 

- The reason usually cited for this condition is lack of funds. 

- However, direct out-of-pocket costs for attendance at such 
schools are often low, or can be offset by Federal grants. 

~ Moreover, interviews with members of the Departnlent indicate the 
general perception that Ciuvanced professional education is not regarded 
as a highly desirable attribute, and is unlikely to contribute to career 
advancement within the KPD. 

Evaluation And Pr01TIotion 

• The performance appraisal system though precise and systematically 
exercised, appears to serve no useful purpose, in that it: 

- Does not provide a valid basis for categorizing the relative 
qualities and performance of policemen 

- So far as can be determined, is little us ed in 1,ey personnel 
decisions. 

4) No formal promotion system exists, and varying views are expressed 
about means by which candidates for promotion are assessed. 

- Heavy emphasis is evidently given to seniority, a factor of 
only minimal importance in selecting personnel for executive 
positions. 

- The viewpoint is widely held within the Department that open 
expres sion of constructive criticism of current policies and 
practices is likely to prove a major barrier to opportunities 
for promotion. 
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Rank Structure 

e The present rank structure, especially at the middle levels, is 
unduly complex and overly elaborate for an organization the size 
of KPD. 

- For example, the traffic officer, investigators, detectives 
and sergeants are all es sentially of the same grade and 
receive the same pay. 

(t The practice of formally designating personnel as investigators or 
detectives - and, in effect, "freezing ll them into investigative 
as signments - impedes operational flexibility and limits opportunities 
to assign the most qualified personnel to these tasks. 

- This creates an environment in which continued incentives 
for high performance are minimal, and it is exceptionally 
difficult to reassign officers whose performance fails to 
meet expectations. 

c For example, current practices preclude the assignment of younger 
officers to the Juvenile Bureau - a need recognized by many thoughtful 
officers in the Department. 

Compensation 

., There are insufficient incentives, in the form of compensation incre­
ments, for officers promoted to higher ranks; this is particularly true 
of KPDI s middle management levels. 

" 

ft For example, the following table shows the percentage increase betwe-en 
each'rank; it should be noted that the total increase from patrolman to 
captain - which requires three promotions and generally occurs after 
more than fifteen years I service - is only 20 pel' cent. 

Curr~nt Salary Increments 
Base Per Cent 

~ Salary In<:r~ase 

Patrolman $ 988 
Sergeant, 

Detective and 
Investigator 1,0&3 7.6% 

Lieutenant 1,123 S. b 
Captain 1,188 5.8 
Administrative 

Captain 1,289 8.S 
Inspector 1.449 12.4 
Chic( 1,685 16.3 
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Other Observations 

• Sick leave is unlimited up to 12 months, at which time a review by 
the administration and the KPPA is provided for. 

- There is no guidance concerning the legal steps that may 
then be taken. 

- Use of sick leave for unauthorized purposes, espeqially short 
periods of it, is virtually unpreventable. 

• Some officers have been retained in service whose capacity to 
physically perform demanding police tasks is permanently impeded. 

- The Department has displayed reluctance in these circum­
stances to take advantage of available disability benefits -
thus precluding opportunities to augment the force with 
physically able officers. 

• As previously noted, vacation scheduling is not arranged compatibly 
with seasonal changes in the need for police officers. 

- Reflecting the overall philosophy of the Department, action 
to correct this widely recognized problem has not been taken. 

- This yields the conclusion that individual preferences have 
been permitted to override operational neces sity - a unique 
situation for an emergency services organization. 

ADMINISTRATIVE, 
S UPPOR TIVE AND 

LOGISTICAL SERVICES 

Dispatch And Counter Operations 

• The Department currently maintains duplica.tive Patrol, Detective 
and Juvenile dispatching capabilities at most times of day. 
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Moreover, the dispatching function is usually performed 
by supervisory sworn personnel, including detective 
lieutenants and patrol sergeants, despite evident shortages 
in field supervision (discus sed elsewhere in this report). 

• Conversely, counter and switchboard functions are now performed by 
civ.ilian personnel who receive very limited training and conflicting 
guidance. 

- At present, counter and switchboard personnel a'i'e trained 
to pas s all calls and .inquiries on to the of £ice within the 
Department most likely to handle the problem, as quickly 
as pos s.ible; this emphasis on speed degrades the quality 
of information taking. 

- Dispatchers expect the counter and switchboard personnel 
to take down all important information before transferring 
the call. 

Therefore, confusion is built in between what the administrative 
leader directs and what the operational leader needs. 

• Pl'esent facil.ity layout and disciplinary problems also impede the 
effectiveness of KPD dispatch operations. 

As many as six police personnel have assembly in the 
dispatch room at one time; this has resulted in noise 
levels and distraction which hamper the dispatchers I 
ab.ility to concentrate on dispatch dutle s. 

- This situation has not materially improved, even though 
the Inspector has :ts!)Ued orders and posted a notice that 
the dispatch room is off limits to personnel not directly 
assigned to dispatch duty. 

;Sooking· 
.. 

• Booking operations for the City Jail are carried out by designated 
patrolmen on each shift; often, these patrolmen are appolnted for 
slx-month periods. 
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- BookS.n.g officers remain in the police building at most 
times, even when there are no prisoners. 

o Although useful jail occupancy records were not 
available during this study, direct obsel'vation 
indicated that the jail population is generally two 
or fewer, and rarely exceeds five. 

o On over half the occasions, thel'(' were no pl'isonel's 
in the jail. 

- Furthermore, Records Section clerk-matrons lose valuable 
time attending to women prisoners • 

• The rationale underlying this approach, which diverts uniformed per­
sonnel from field patrol duty, is to keep prisoners close at hand for 
ready accessibility by investigators; however: 

An alternative booking site, the County Jail, is qttite close 
and easily acces sible 

In any event, prisoners are transferred to the County Jail after 
arraignment, usually not more than 24 hours after booking. 

Technical Services 

• A lieutenant is assigned to the Polygraph Section, having responslblltty 
for all polygraph interrogation. 

- The Department has only one polygraph machine; therefore, 
when it needs repalr there is no lie detector capability. 

o The machine has been out of service for periods in 
excess of thl'ee months. 

- Considel"ing that some departments do not even use sworn 
personnel for this purpose - but rather, employ civilian 
operators .. the rank of lieutenant appears to be exccs sive 
for this KPD position. 
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Moreover, much of the polygraph work is done for other 
agencies, for purposes not directly related to law enforce­
ment • 

• The Identification Section is staffed with one lieutenant and one 
sergeant to handle full time fingel'printing, photography for 
identification purposes and crime scene work, as well as to 
operate a room and maintain the entire identification records 
file. 

- Two men are insufficient to perform this function on a 
24-hour-per-day basis. 

- Therefore, other members of the Department must do the 
minimum essential identification work during those periods 
the section is not manned. 

• Finally, there is insufficient cross-training of technical service 
personnel, a situation which adversely affects operations during 
vacation periods and the like. 

Records Administration 

<I The Department has a well-cQtl.ceived records system administered 
by a proficient Records Section. 

- The Depadment has automated all crime and related report 
records, and a11 proces sing, keypunching and storage of 
cards is being carried out in the Records Bureau; data pro­
ces sing is done by the City data proces sing center. 

- Records flow is well designed and efficiently handled. 

- Records maintenance and storage is well organized and 
effecHve1y handled, so that needed information is easily 
retrieved. 

• However, only minimal benefit is currently gained from this 
advanced administrative capability. 
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- Programs to translata raw data into useful information 
have not been fully developed, due evidently to a lack 
of appropriate KPD management recognition of the 
benefit which could be derived from analysis and 
operational planning. 

- During the study, four analysis programs were recom­
mended to the City; these were accepted and are now in 
use by the KPD. 

- A number of additional useful programs are possible as 
programming time becomes available and management 
definition of information requirements is formulated. 

Physical Facilities 

• The Department is located in a relatively new building of adequate 
size, designed especially fOl: police activities. 

. 
- However, interior part.i.tioning and allocation of space 

does not p1:ovide for the optimum use of the building. 

- The dispatch station is located adjacent to the counter 
section, and is open to' it - the r e by depd vi~g the station 
of any struCtural security. 

- Offices for the various elements of the patrol force are 
widely separated. 

- The Juvenile Bureau has insufficient space to pl:operly 
organize its office activities. 

- There are insufficient facilities and space for the storage 
and care of evidtmce and for the storage of basic supplies . 

• However, this facilit.y has 33 jail cells, several of which are used 
for storage and three of which are inadequately heated and cannot 
be used .in the winter months. 
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.. The Department has very little need for a jail facUity, 
since its use is limited to confining persons not yet 
arraigned (a process which, by law, must normally 
take place w.i.thin 24 hours of apprehension). 

• There is insufficient parking space around the building for employee 
vehicles, and insufficient garage space for KPD vehicles. 

Space available in the basement, designated for Civ.i1 
Defense use, is often used to store vehicles but'is in­
adequate for this purpose • 

Equipment 

• -:i.:quipment furnished for use by Kenosha police officers is generally 
excellent. 

• However, two major logistical deficiencies do exist. 

- Severe difficulties have been encountered in making a 
recently installed communications system fully operable, 
although the system is sound in concept. 

o The portable "in and outl! units require continuous 
maintenance and there .has beeninsu£fic~ent spares 

i' •• . 

to cover the down time. 

o The operating frequency is frequently overridden by 
stronger stations on the same frequency in Michigan, 
I1linois and upstate Wisconsin, thereby periodically 
rendering the communications system ineffective. 

- The number of patrol cars and plainclothes officer cars is 
insufficient to permit productive use of present field forces, 
much les s their expa,nsion. 
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o Moreover, the proportion of time the vehicles are out 
of service because of vehicle and radio maintenance 
difficulties is excessive; no aggressive management 
action has been taken to correct this problem. 

e other, less significant equipment limitations include the following: 

- The KPD squad cars are not equipped with prisoner shields 
or remote rear-door lock controls 

- There is no equipment for recording reports phoned in from 
the HeIdi consequently, officers either hand-write their 
reports while on shift - which often leads to confusion when 
other personnel try to read them - or they come in during or 
after their shift and personally type them. 

o Phone recording equipment, such as that used in the 
Kenosha Sheriff's Department, would facilitate report 
preparation. 

o Records, counter and telephone personnel could be 
trained to type these reports as well as to use the 
Department's, existing secretarial services, thereby 
'making unneces sary the hiring of additional clerical 
personnel. 
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MAJOR IMPLICATIONS --------------

This section outlines the implications for the Department and the 
City of the observations made in the preceding two sections, as well as 
the import of failure to take action based on the observations and their 
resultant recommendations. 

IMPLICATIONS FOR 
DEPARTMENT MANAGEMENT 

e The wide range of management deficiencies noted during. this study 
must of neces sity be attributed principally to the Depa.rtment' stop 
management level - the Chief of Police - although the incumbent 
Chief is almost universally regarded as an individual of unquestioned 
honesty and personal int(.;lgrity who has exhibited dedication to the KPD. 

• Though the existence of these fundamental problems should be of con­
cern to the City, of even greater concern are: 

- An evident lack of awareness or recognition of the scope of 
these problems and their significance to the Department and 
the CitYi and the virtual absence of concrete plans to deal 
with them through any means other than an extensive and 
costly expa11sion of the Department's sworn complement 

- The previously noted sparsity of Departlnent-instituted goals, 
objectives, plans and standards of performance 

The evolution of a "lais s ez -faire 11 mode of operation, in 
which: 

o Few problems are dealt with until they become 
crises 

o Initiative on most matters of importance to the 
majorlty of the police force appears to rest with 
lower-level personnel rather than with the Chief 

o The reaction to virtually all criticisms of the 
KPD - no matter what the source or .how con­
st.rudively offered - is defensive and accusatory. 
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IMPLICA TIONS 
FOR THE CITY 

• Correction of the deficiencies noted in this report will require the 
implementation of a difficult and complex pt'ogram of management 
improvement, along with a fresh approach and the application of 
advanced leadership, management and training skills. 

• The likelihood of succes sfu1 execution of the improvements required 
to bring the KPD to an acceptable level of effectivene.ss under pl;esent 
leadel'ship appears to be extremely remote. 

• The necessary approach and skills can only be secur.ed through the 
replacement of present Department leadership, and the appointment 
of a new, profes sionally qualified Chief of Police. 

• Afterward, implementation of the comprehensive program of improve­
ment presented in a following chapter of this report should result in 
significant improvement in police service in Kenosha over a period of 
time. 

IMPLICATIONS 
OF INACTION 

• It should be recognized that relations between the Department and the 
City, and the course of development of the Kenosha police force, have 
reached a critical juncture. 

- The positive reaction of the City to the recommendations 
presented in the Executive Digest - including action to set 
aside full funding for implementation of proposals presented 
in the next chapter of this report - establish a most favorable 
climate for bringing fil"st-class police protection to Kenosha's 
citizens. 

• However, the single most critical step in securing this goal must 
be regarded as the change in KPD lead?rship proposed above. 
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e If this action is not taken, the schism between the City and the 
Department, and the present atmosphere of mutual hostility, is 
likely to continue unabated, to the further detriment of both. 

• Moreover, implementation of the recommendations presented in 
this report, if any, would likely prove cosmetic, l'ather than sub" 
stantive. 

• In such an event, further investment by the Cit yin the KPD is likely 
to prove, at best, unproductive and therefore unwal'l:anted. 

Monies set aside for implementation of this study would, in 
this case, be better spent elsewhere • 
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GOVERNANCE, PRIORITIES 
AND OPERATIONAL PERFORMANCE 

This chapter pres ents recommendations for im,provement in all key 
facets of Kenosha Police Department opcl'ations. Included are major sections 
pertaining to: the governance, priorities and operational performance of 
the KPD (this section); the administration of the Department; and the cost 
implications of hnplementing study recOlnmendations for 1976. 

GOVERNANCE OF 
THE POLICE DlPPAR TMENT 

. 
• The City of Kenos ha should no longer tolerate deficient s ervic e by 

the Kenosha Police Department; the Mayor and Common Councii 
should demand, rather than l' equest, accountability fol' performance 
and results from the Department and its leadership. 

• The MayoI' and Council should mandate implementation by the 
Department of a compr ehensive, long-terln prog'ram of management 
and operational hnprovement, and clos ely monitor its actual succes s. 

• As the first step in this program, the Keno:::ha. :police and Fire 
Commission should recruit and app~int a new Chief of Police, who 
should meet the following specifications, as a minilnum: 

- Sound professio;nal credentials, including at least 10 years of, 
successful ex.ecutive experience in large-scale police organizations 

- Outstanding education and training, including at least a bachelorls 
degree in police science, public administration, 01' busines s 
administration; and graduation from at least one leading long­
term police managelnent cours e, such as thos e offered by the 
FBI National'Academy, Northwestern University, or the Southern 
Police Institute 

Demonstrated leadership characteristics I including the ability 
to: 

o Command the res pect and loyalty of sworn and civilian 
pel's onnel at all ranks 

o Rapidly develop the management capacities of subordinate 
cOlnmand er s 
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GOVERNANCE, PRIORITIES __ ._. ______ _ 
AND OPERATIONAL PERFORMANCE (Cont'd) 

a Serve as an articulate spokesman for tho needs and interests 
of the police force 

- The motivation and dedication required to lead a police organi­
zation to excellence 

- Unquestioned personal integrity. 

.. The City govel'nment should charge the Chief with: 

- Restoration of a clirnate of firm professional leadership, direction 
and discipline for the Police Department 

Development of the skills and abilities pres ent in the majority 
of the Kenosha police force 

- Implementation of a broad range of organizational, operational 
and management improvements presented in this report. 

• The City, the Chief of Police,' and the Kenosha Police and Fire 
Commission should collaborate on an approach to implementation 
of major huprovements and refinements in the KPD's person.nel 
management system c;tS propos ed herein. 

• 1'0 provide a framework for monitoring this implementa:tion progralu, 
the Mayor of. the City should dir ect the Chief of Police to provide the 
City Administrator, Common Council, and the Police and Fire 
Commis sion with quarterly and a':lnual reports on Department 
operations, encom.pas sing the following information as a minimum: 

-..... Progress achieved in implementing the recommendations of 
this report, utilizing the step-by-step framework of the 
Management Improvement Plan (presented in the following 
chapter) 

- Patterns and trends of calls for police service, including their 
distribution by time of day, day of week, and area of the CitYi 
and data regarding the Department's res pons e performance 

Patterns and trends in the rate of serious crime in the COmm\111ity, 
and the Depar'tment's clearance performance in solving such crime 
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GOVERNANCE, PRIORITIES 
AND OPERA TIONAL PERFORMANCE (Cont'd) 

\ 

- Definition of objectives for operational improvement in the 
cOlning period, defined in specific, quantitative terms 

- Major internal adminstrative policy amenc1ements or actions, 
specifically including all personnel actions affecting sworn 
per s onne1, the outcome of any dis ciplinary actions J and the 
nU1Uber and disposition of any com.plaints received against 
the Department. 

• Subs equent1y, the Chief should personally appear before the Council 
and the C01Um.is sion to expand on this written report and answel' 
questions which they may raise. 

• Finally, the new Chief should open positive channels of cOmluunication 
with all elements of City government, the Common Council, and the 
Police and Fire Commission. 

- Communications should be characterized by a friendly, honest 
and open approach to Department problel.ns, and bas ed on a 
firm. commitment to working cooperation. 

- The role of the Police Departluent in relation to the City 
governluent should be that of a team members rather than 
all adversary. 

MISSION, 
, ' " HESPONSIBILITIES 

AND I\ESOURCES _ .. '.'C __ 

----------_. 

Police Departme~t Mis sion 

• The new Chief of Police should establish a clear sense of mission 
and priol'ities in the Kenosha Police Department. 

- In particular, he should direct the Department to focus its 
efforts and energies on basic protective and preventive police 
functions, and reduce attention given to peripheral service 
functions. 

- He should solicit the support of the Mayor and Common Council 
in resisting future pressures to sidetrack the Department into 
such peripheral functions. 
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GOVERNANCE~ PRIORITIES 
-" "AND OPERA TIONAL PERFORMANCE (Cont1d) 

• Specifically, the Chief of Police should formulate: 

- An overall statement of the KPDt s basic mission 

- A statement of goals and obj ectives toward fuliilllnent of this 
mis sion, and establishing specific targets for performance 
improvement (as further specified below). 

• The Chief should present this mission statelnent and ~et of goals to 
the Mayor and Council for their review and endorsement. 

- Once endors ed, this policy framework should be utiliz ed to 
guide overall KPD operations and the activities of its individual 
organizational elements. 

• It should be specifically recognized that, at that juncture, the KPD -
in order to provide more effective and proficient police service to 
the City as a whole - will be required to cease responding to many 
types of non j,aw enforcement-related calls (such as those for utility 
service and appliance repair). 

- As this may cause disgruntlement on the part of a few citizens, 
firm resolve will therefore be required by the Department and 
the City. 

Moreover, this disgruntlement should be more than offset by 
more productive concentration of effo:r.t on matters of higher 
priority to the vast majority of Kenosha citizens. 

• Following a change in Department top management, the City should 
provide the Department with the human, material and financial 
resources necessary to develop a first.class police force. 

• As indicated in the Executive Digest and proposed in greater, detail 
in this l'eport, the resource requirements for near~term improvement 
are modest, amounting to well under five pel' cent of the Departlnent1s 
current bl1.dgeto 

- Favorable action by the Council in setting aside these funds for 
fis cal 1976 bodes well for the future of the Departmento 
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GOVERNANCE, PRIORITIES 

AND OPERA TIONAL PERFORMANCE (Cont'd) 

• However, as previously noted, establishment of firm municipal 
governance of the Police Department and selection of new KPD 
leadership should be regarded as vital prerequisites to the 
com.mitment of these resources. 

OPERA TIONAL 
PERFORMANCE --

• KPD leadership should give highest priority to achiev:ing both 
short- and long_term improvement in the Departmentl s operational 
performance, especially in terms of: 

- Response times when police officers are summoned to assist 
citizens 

Solution rates of serious crime, as measured in terms of 
clearance performance. 

• The organizational and operational proposals of this report have 
been specifically fashioned to achieve these purposes. 

Response Tim~ 

• Following clarification of the KPD mission and identification of 
"service-type ll calls to which the Department will no longer respond, 
the Department should formally designate all calls for service into 
two categories: Priority 1 and Priority 2. 

- Priority 1 calls shoL'tld be all calls l' e qui!' ing l' es pons e to the 
scene of a serious crime, or those involving a direct threat 
to life or property (for example, a personal injury accident 
or displlte between two subjects which might erupt into an 
assault). 

• The Depal'tment should establish long-term goals for: 

- Responding tOI at least half of Priority 1 calls within thr€.\e 
minutes of receipt and 95 per cent of Priority 1 calls within 
five minutes 

- Responding to at least half of Priority 2 cans within 5 minutes 
and 95 per cent within 10 minutes. 
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GOVERNANCE, PRIORITIES 
---·-----AND OPERATIONAL PERFORMANCE (Cont'd) 

• Interim improvement objectives should be set forth as proposed 
above, and progess in improving response times regularly reported 
to City o££icia1s and the public at large. 

Clearance Rates 

• Similarly, the KPD should establish as a l"najor goal the significant 
improvement of consistently measured clearanc,e rates .. 

• As a long-term goal~ the Department should seek a clearance rate 
of 30 per cent of serious (Part I) crime. 

• J As an interim obj ective, the KPD shQuld set as a key operational 
objective the attainment of clearance :rates at least equal to the 
average attained by police forces s erving cities in Kenosha's 
population range ... or some 21 per cent - compared to current 
levels of 13. 4 per cent. 

• First priority shou~d, of course, be given to ilnproving investigation 
and solution of violent crhnes against pere-ons, the area in whi.ch 
the KPDt s performance now suffers most by comparison. 

• The deterrent effect afforded by more rapid respons e times and 
higher clearance rates should, when attained, limit further growth 
of criminal activity in Kenosha. 

• It should be carefully noted, however, that some fUl'ther year-to­
year growth in crime is almost inevitable unles s, for example, 
fundamental changes in the law and public, judicial and correctional 
philosophies take place • 

... As noted in the preceding chapter, overall rates of crhninal 
activity are largely beyond the control of the police. 

• The Department should, thel'r:.~ore, be held accountable principally 
for the effectivenes s of itr respons e to that crin1e which does OCCU1'. 
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DEPAR TMENTAL ·ADMINISTRATION---------------

This section pres ents recOlumendations concerning the administration 
of the Kenosha Police Department. 

ORGANIZA TION 
AND STA~~NG 

• Under the direction of the new Chief of Police, the Kenosha Police 
Department should be thoroughly reorganized, in or~er to: 

Increase management control, direction and supervision, both 
in the headqL1arter s and in the field 

- Make better use of existing and proposed resource support, 
especially through the elin1.ination of duplicative functions and 
substitution of civilian for sworn personnel where feasible al':l,d 
a ppr opria te 

~ Enhance internal control of clos ely related functions 

In.crease field coverage, visibility and effectiveness by permitting 
introduction of improved operational concepts and techniques 
further delineated in remaining sections of this chapter. 

• Exhibit V -1 depicts the proposed organization structure and sworn 
and civilian staffing of the Kenosha Police Department. 

- Details of the proposed organization are discussed below. 

Toe Mana&.~~nt And Executive p-.taff 

• The position of Chief of Police should be utilized to provide overall 
executive direction to the Kenosha Police Depart:ment. 

- The Chief shon1\"1 be assisted by two key staff units and three 
principa11ine commanders, as foHows. 

• The Planning, Research and Training Section should serve as the 
Chief1s principal staff arm. 
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1 Captain 
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POLICE DEPARTMENT 
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----------- DEPARTMENTAL ADMINISTRATION (Cont1d)-----------

It should be assigned responsibility for short- and long-term 
organizational planning, budget development, formulation of 
KPD policies and procedures on a Department-wide basis, the 
conduct of workload analysis and resource deployment studies, 
development of beat zone and other operational plans in support 
of line elements of the KPD, and other tasks proposed in this 
report. 

o In addition, it should serve as the focal point for Department­
wide personnel management policy for~ulation and adminis­
tration. 

- The Section should be corrunanded by a captain, who should 
actively participate in all phas es of Section operations. 

- The Section should ha.ve the following staff: 

o A sergeant overseeing planning, research and budget 
development functions 

o A lieutenant supervising all personnel and training matters, 
including range training 

o A patroln'1an assisting with personnel and training tasks, 
and s erving as range officer 

o A clerk-typist. 

• The Lieutenant, of ~he Inspections Sect~on sh?uld be q,ssigned 
particular responsibility for: .• 

- Conducting Departmental internal affairs investigations 

- Conducting periodic management audits and inspections of 
various Department divisions and sections 

Collaborating with the Planning, ReseC:\rch and Training Section 
in the de\~elopment of KPD policies, procedures and training 
programs. 
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----------- DEPARTMENTAL ADMINISTRATION (Cont1d)---------......... 

-;;,",,-~ 

• Within this new organization, the former ranks of Inspector and 
Administrative Captain should be abolished. 

• Instead, the principal line subordinates of the Chief of Police 
should be: 

A deputy chief in charge of the Patrol Division, responsible 
for coordination and direction of all uniformed patrol and 
traffic functions 

- A deputy chief in charge of the Investigations Division, 
responsible for supervision of clos ely related Detective and 
Juvenile Bureaus 

- A 'captain in charge of the Administration and Support Division. 

• To ensure adequate responsiveness to the policies of the Chief of 
Police, the position of deputy chief should be II exempt" ; that is, 
deputy chiefs should be members of the Department assigned to 
this rank at the discretion of the Chief. 

- Officers assigned to this rank would also continue to hold 
their permanent rank. 

- The highest regular grade within the Department would, 
therefore, be the 'rank of captain. 

Patrol Division Organization And 'Staffing 

• The Deputy Chief for the Patrol Division should command a small 
Traffic and Safety Section and four pa~rol shifts i in this capacity 
his :responsibilities should include: 

- Determination of patrol policy, with the concurrence of the Chief 

- Overall coordination and supervision of the patrol services of 
the Kenosha PoHce Department, so that 'chose services are used 
as effectively as possible in meeting public calls for assistance 
and in responding to criminal incidents 

- Routine supervision of patrol as exercised through the shift 
captains and lieutenant 

V-9 



i' , 

! 
I ' i . 
, ' 
I ~ 

I 
I 
I 
! 
i 
t 
! 
I 

t 
~ 
r 

:r-

I 

.... 

I 
I-
I' 
--' 



i ..... 

------------ DEPARTMENTAL ADMINISTRA TION (Contrd) -----------

- Review of scheduling and deployxnent of patrol personnel (with 
the assistance of the Planning, Research and Training Section), 
to ensure that deployment meets the actual police service needs 
of Kenosha by day and by shift, as determined through regular 
analysis of the Department! s workload 

Review of all aspects of the patrol operations, with the purpose 
of making operational improvements and increasing the 
effectiveness of patrol personnel • 

• Under the Deputy Chie£ls direction, severallnajor improvements 
and refinements should be implemented; these changes are outlined 
below, focusing on changes to the present KPD structure • 

• A sm.all Traffic and Safety Section should be created. 

The lieutenant comlnanding this Section should be fxeed from 
line command, and should concentxate his enexgies on direction 
of his subordinates and on overall traffic analysis and planning 
functions, including development of s elective enforcement and 
s elective as signment programs and liais on with the Traffic 
Engineerrs Office. 

- He should be assisted by: 

o One sergeant assigned to maintain liaison and scheduling 
coordination with the Municipal Court 

o One sergeant assigned to perform safety promotion duties 
formerly accomplished by the Safety Officer; this reflects 
an upgrading of this' position to a more suitable rank level 

. 
o One patrolman, assigned to the field full time, to perfor:m 

such duties as delivery of driverls license and motor 
vehicle registration revocation orders, supervising 
removal of abandoned cars, and the like 

o A clerk-typist to assist in records maintenance, completion 
of accident reports and filing. 
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• The top command structure of the three main patrol shifts should 
remain as at present (one captain and one lieutenant for each); 
however, several other changes should be implemented, as follows: 

The number of sergeants on each of these shifts should be 
increased to four, to provide intensive and continual field 
supervision 

A command structure should be created for tp.e fourth shift;, 
to include a lieutenant and three sergeants to supervise the 
memb er s of this unit. 

- The strength of the various shifts should be adjusted to those 
shown in Exhibit V-I. 

• Of crucial importance, the roles and responsibilities of c~ptains I 
lieutenants and sergeants should be clarified and redirected to 
ensure that the bulk of their thne is devoted to field leadership 
and supervision rather than to headquarters administration. 

It The shift captain should serve as the comlnauding officer of the 
shift to which he is assigned, and should be responsible for the 
conduct and performance of the patrol personnel, whom he will 
supervis e on a daily basis. 

- His responsibilities should consist of: 

o Overall supervisi'on of the shift, including the schedu.ling 
and deployment 0.\:: personnel ,.. 

o ROlitine matters, including requests for vacation and slck 
leave, and disciplinary problems 

o Serving as the shUt's principal liaison with the KPD 
command structure. 

• The shift lieutenant should serve as the shift's lIexecutive officer"; 
his duty schedule should overlap the captain's, so that a commatld­
rank officer is on duty at virtually all times. 
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• The patrol shift captain or lieutenant on dut.y should act as the 
Department's "watch commander, II responsible for command Ot 

all KPD resources (specifically including detective, juvenile and 
administrative personnel): 

- At any time when senior Department commanders are off duty 

- In any field emergency. 
, 

e In the exercise of these responsibilities, captains and lieutenants 
should devote a significantly greater proportion of theil.- time to 
vigorous supervision of their subordinates in the field. 

- Captains should be expected to devote a minilnum of 25 per cent 
of their time to duty in the field. 

- Lieutenants should be assigned to duty in the field a.t least 
50 per cent of the timeo 

- Means exist within the present records system, to monitor a.nd 
verify such management-directed allocation of effort • 

• The role of sergeants should be thoroughly revamped. 

- Sergeants should be relieved of all administrative duties, 
such as dispatching. 

- Each should instead be designated as a field supervisor, be 
assigned a super'v"isol-y zone encompassing several patrol 
or beat zones, and be given direct responsibility for: 

o Observing the performance of patrolmen on duty in his 
sector 

o Backing up patrolmen on s orious calls 

o Responding to calls when needed 

o Evaluating the performance of patrolmen assigned to him 

o Recommending disciplinary action, or commendation for 
meritoriolts action, where found to be warranted. 
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• • • • • I''''''''''''' 

- Sergeants should be directed to allocate a minimum of 90 per cent 
of their time to active duty in the field. 

• The role of field patrohnan should also be substantially revised, 
as further proposed in a succeeding section of this chapter. 

Investigations Division Organization And Staffi~ 

• The Deputy Chief for the Investj.gations Division should command all 
KPD investigative forces, including restructured De~ective and 
Juvenile bureaus. 

• Under his direction, the Detective Bureau should be thoroughly 
restructured. 

- The current separate day and night shifts should be abolished. 

• Instead, the Captain of Detectives should restructure his forces 
as des crib ed below 0 

- A sergeant should continue to serve as Court Officer, maintaining 
liaison with the District Attorney and higher courts. 

- The Fraud Unit should be retained, but reduced to one officer 
serving on a Monday-through-Friday work schedule. 

- A Crimes Against Persons Section should be established, under 
the command of a lieutenant and consisting o£ five investigators. 

- A Crimes Against Property Section should be created, under 
the command of a lie~ltenant and consisting of s even investigators. 

- A Special Operations Section should be established, consisting 
of a lieutenant and one investigator. 

o This Section should continue the work formerly performed 
by narcotics investigators, including maintenance of 
.lontinued cooperation with federal and State authorities. 

o It should also be assigned responsibility £01' investigation of 
vice and u'i:her similar offf.:!nses. 
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DEPARTMENTAL ADMINISTRATION (Cont'd) ----------

o Personael assigned to the Section should have flexible 
work h(;)urs to meet the unique needs of their responsibilities. 

• The role of the Captain and section li.eutenants in the Bureau should 
be Gubstantially upgraded. 

These supervisory personnel should have primary responsibility 
for implementing a range of operational impro,vements presented 
in a succeeding section of this' chapter. 

They should also participate actively in cas e work, becoming 
involved especially in the most s edous cas es. : '\ 

- They should be relieved of dispatchin,g respon,sibilities. 

o Especially in view of proposed operational improvelnents, 
detective dispatching requirenlents should be minimal. 

• Certain structural refinements should also be adopted in the 
Juvenile Bureau. 

• The Bureau should continue to be commanded by a captain; under 
that captain, the Bureau's work force should be organized as follows: 

A sergeant should continue to serve as COlut Officer 

- The bulk of the Bureau's personnel should be organized under 
an. Operations Section, conunanded by.a. lieutenant and staffed 
by nine inve.stiga:tors 

A Community Affairs Section should also be established, 
consisting of a lieutenant and a c~vilian aide.' 

o This Section should be responsible for conducting ongoing 
school liaison and delinquency prevention programs; for 
coordination with other municipal, State and private bodies 
concerned with delinquent youth; and for continued follow-up 
with those organizations to which the Bureau makes referrals, 
in order to assess their effectiveness and institute changes 
where warranted. 
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DEPARTMENTAL ADMINISTRATION (Cont1d}----------

• As in the case of the Detective Bureau, the Captain and the Lieutenant 
of the Operations Section should participate heavily in active cas e 
investigations as a critical aspect of their supervisory responsibilities. 

Ad:ministration And Support Division Organization And Staf£intI. 

,. Responsibility for supervision of :most ad:ministrative and support 
functions should be consolidated under the captain co:mmanding 
the Division. 

. . 

• A new Co:m:munications Section should be created, under the comn'land 
of a sergeant. 

- Under his direction, co:m:munications, co:mplaint receipt and 
dispatch functions should be perfor:med by well-trained civilian 
personnel, thus freeing sworn supervisors and patrol:men for 
street duty. 

- Twenty civilian dispatchers should be e:mployed for this activitYD 
several of whom should be designated as supervising dispatchers. 

• The KPD's Records Section should also beco:me a civilian function, 
with sworn officer supervision replaced through the appointment of 
a civilian Supervisor of Records. 

- Sworn officer supervision over records syste:ms design would 
henceforth be assu:med by the Planning~ Research and Trai.ning 
Section. 

• A civilian supervisor of the Logistics Section should also be appointed, 
and assigned responsibilities for all logistical support functions, such 
as acquisition and :maintenance of vehicles, radios, weapons, and the 
like. 

• The for:mer Identification Section and the Detective Bureau1s 
polygraph functions should be consolidated under a new 
Technical Services Section. 
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DEPARTMENTAL ADMINISTRATION (Cont'd) ----------

• The responsibilities of this Section should include: 

- Provision of crime scene search services in major criminal 
cases 

- Maintenance of the KPD's photographic and polygraph capabilities 

Performance of all identification and related records maintenance 
functions 

. 
- Maintenance of a centralized evidence custody and processing 

sYBtem. 

• To perform. these services, the Section should be commanded by a 
lieutenant, supported by two sergeants lt a patrolman and a file clerk. 

- To ensure responsive service, personnel assigned to this Section 
should gradually be cross-trained, to ensure that vi.tal technical 
services can be provided at all times~ r'Cgaxdlass of vacation 
schedules and the like. 

Staffing Implications 

• As indicated in a succeeding section of this chapter, these and 
other changes proposed herein would result in increased levels 
of police coverage in Kenosha. 

• Implementation of this plan of reorganization would, however, 
require a net addition of eight personnel to the Police Department, 
reflecting a reduction of sworn personnel from 151 to 140 and an 
increase in civilian personnel £xom 24 to 43, as shown in Exhibit V -2. 

The recommended changes entail the appointment of middle~ 
management positions necessary to ensure adequate field 
supervision in the Kenosha Police Depa.rtment", 

Although the number of officers designated as patrolmen in 
the Department would be reduced, the number of patrols 
assigned to duty in the field (including supervisory and other 
units) would, in fact, be increased. 
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KENOSHA 1 WISCONSIN 
POLICE DEPARTMENT 

STAFFING IMPLICATIONS 
OF PROPOSED ORGANIZATION 

Position 

Chief 
,.. 

Deputy Chief 
Inspector 
Administrative Captain 
Captain 
Lieutenant 
Sergeant 
Inve stigator /Det:ective 
Patro1nlan 

Subtotal 

Civilian 

Total 

k 

N\UUber Of Pers9nne1 
. Present Organization 
Authorized Actual' 

1 
o 
1 
1 
6 
9 

13 
25 

.E 
151 

24 

175 
= 

1 
0 
1 
0 
6 
9 

13 
25 

-.2.§. 
151 

24 

175 

Proposed 
o rganiz~'!.!!. 

1 
2 
0 
0 
7 

13 
23 
23 
71 

140 

43 

183 --

EXHIBIT V-Z 

Increase Or· 
(Decrease) 

Z 
(1) 
(1) 
1 
4 

10 
(2) 

(24) 

l!.ll 

...l2 

8 

.,. 

:,~ 
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DEPARTMENTAL ADMINISTRATION (Cont'd)------------

This would be accomplished by transfen'ing routine clerical 
dispatching functions to civilian personnel, as propos ed in 
this report. 

• This plan of reorganization is based on the concept that the City 
would employ fewer police officers but improve their produ,ctivity 
by employing them principally for tasks that require pro£es,sional 
police skills, experience and judgment; and on the concept of using 
civili~n personnel in several administrative and, suppor,t capacities. 

• To achieve this goal, it would be necessary to reduce the present. 
police force by some 11 officers. 

• In con~ide:dng means to implement this l'eduction in force, the 
City should be mindful that: 

- Most aspects of field police work require outstanding IT.lell1tal 
and physical fitness; police work is thel:e£o:re a "young pH:t'80n1s 
business II 

- The plan of organization as signs new and more strenuous duties 
to most supervisory and command positions, leaving little 
:room. for "light duty" positions. 

• A reduction in force requiring layoff of the most recently hired 
officers would be costly to the City in terms of the investment that 
has been mad e in their training, and their potential for pr es ent and 
future service to the City and tho Department" 

• Moreover, the City has available an option that would permit this 
reduction to take place at more appropriate levels of the Departmfmt, 
through adoption of the Statewide provision fo~ retirement of police 
officers at age 55; this course of action was l'ecently adopted by one 
other large Wisconsin city, and may become mandatory (rather than 
optional) through action by the State Legislature. 

• To achieve the reduction, therefore, the City should adopt a 
mandatory retirement age of 55, and schedule this provision to 
go into effeci~ eady in 1976. 

• This would re.lsult in the following benefits for the City: 
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DEPAR TMENTAL A DMINISTRA TION (Conttd)-· -----------

- The bulk of the reduction in force (10 of the 11 positions) would 
be accomplished by attrition through retirement rather than 
layoff 

o Normal attrition should account fOl' the remaining position 

- Those leaving the Department would, at least, have the benefit 
of thei:t: retirement, rather than losing their means of livelihood 

The City would pres erve its investment in ybunger police officel's, 
who in most cas es are better prepared to meet the future needs 
of the City and the Department 

- Opportunities would simultaneously be created for promotion 
of des erving junior officers, thus further contributing to an 
atmosphere of change and progress in the Department. 

MANAGEMENT PHILOSOPHY 
AND MANAGEMENT SYSTEMS 

Management Philosoehy 

• The llew Chief of Police should establish a positive, goal-oriented 
management philosophy for the Department, and require that i1l.11 
subordinate commanders adhere to this philosophy. 

• Within this framework, the needs of the City and the Department 
should be given priority over the individual preferences 
of members of the Department work force. 

!'Elicy Formulation And Enforcement 

• Under the direction of the Chief of Police, the Planning, Research 
ahd Training Section should give early p;dority to formulation of 
a conois e set of Rules and Regulations for the Department, 
establishing its overall practices altd procedures. 

• This administrative system should be supplemented by a formal 
G.Jl1eral Ordel' systel'n, providing specific operational guidance on 
matters of Departnlent-wide importance. 
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_ Among the first General Orders issued should be those 
clarifying KPD policy 011 the use of deadly force and "hot pursuit". 

• The new Chief of Police should establish and enforce firm but fair 
standards of discipline for all Kenosha Police Department officers; 
tolerance of disrespect to the chain of command and of poor performance 
by some members of the Department should cease immediately. 

Disciplinary action should be bas ed on general standards 
understood by all members. 

_ The purpose and effect of disciplinary action should be to correct 
errors, enforce adherence to policy and censure violations. 

o Such censure must l'epres ent an appropriate level of 
"discomfort ll to the reat~pient - action which will be 
difficult to undertake, in view of experience, and will 
require a strong and confident leadership capaci.ty. 

Shift comm.anders and other key personnel should be delegated 
authority to impos e luinima.l levels of discipline, subject to 
appeal to the Chief. 

• As a key element of the Depa,rtm.ent's Rules and Regulations, the 
general guidelines should be esta.blished by t}-.~ Chief regarding 
the exercis e of discipline within the Kenosha Police Department. 

While each disciplin.a.ry situation should be judged on its own 
merits, the Rules and Regulations should provide some degree 
of consistency in punishment Ineted out; the appearance th'l.t 
disciplinary penalties are "negotiated" should be done away with. 

- Provision should also be made for delegation of disciplinary 
authority within the chain of command, subject, of course, 
to suitable post-facto review by the Chief of Police. 

Management Systems 

• The Chief of Police should direct the Planning, Res earch and Training 
Section to develop a series of management systems consistent with 
the needs of a large police organization. 
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• These should include, at minimllm: 

- A crime pattern analysis system designed to highlight trends 
in key types of crime, characteristics of offens es and suspected 
offellder, and the like; and, of equal importance, to convey 
this information throughout the Department to ensure its 
effective use 

- S~rstor.;tS to founally monitor the level, trend, and chronological 
and geog:raphic distribution of calls for police service (according 
to priority, as previously propos ed); and KPD clearance 
performance rates. 

o To permit the introduction and subsequent use of such systems in 
Department operational planning, the Departmentls present data 
base grid system should be replaced with one that relates directly 
to census tracts and, subs equently, beat zones. 

• Several stepl? should be taken to improve internal cor.nmunications 
within the .DE-~pal'l;m ent. 

- Periodic staff conferences should be held to keep members of 
the KPD managernent team abreast of Department-wide develop­
ments and to generate greater awareness of the activities of 
the force as ·a whole. 

o Comlnand-rank personnel should realign their duty schedules 
to permit attendance at thes e meetings. 

- Supplementing this, the Chief of Police, on his own initiative, 
shoulc'! periodically meet with individual shifts or sections, 
appeal' at roll call to respond openly to questions of Department­
wide importance, and occasionally join personnel on duty in the 
field. 

• Responsibility for issuance of the Daily Bulletin should be assigned 
to the Planning, Research and Training Section; its contents should 
be upgraded to include: 

- Information pertaining to the outcome of crime pattern studies 
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Capsule des criptions of administrative 01' other changes 
affecting t~e Department 

- Identification of training, promotional, 01' other career develop­
ment opportunities; and of any personnel changes within the force. 

OPERA TING CONCEPTS 
AND PROCEDURES 

. 
• Consistent with the overall strategy underlying the recommendations 

of this report, a broad range of operational improvements should be 
instituted by elements of the new organization structure. 

.. Especially as sworn personnel are freed from administrative and 
support duties (such as record-keeping, dispatching, booking-
officer duty and the like), the principal focus of the n.~partment's 
operations should be to contribute to the attainm.cnt of the fundaluental 
operational goa.ls pres ented above, i. e., reducing KPD respons e 
tinle and improving crime clearance rates. 

• Specific uniformed service and investigative recommendations of 
this report are presented in a succeeding section of this chapter • 

.. On a more general basis, though, ,the new Chief of Police and his 
key subordinates should take steps to correct two major Department­
wide deficiencies noted in the preceding chapter. 

• First, the Chief and the two Deputy Chiefs should take steps to 
reduce (though not completely eliminate) imbalances between 
workload peaks and KPD vacation schedules. 

• Second, these three commanders should direct the preparation of 
carefully defined contingency plans to govern response to incidents 
requiring major police response. 

- These plans shOUld be developed by the Planning, Res earch and 
Training Section, subject to review and approval by the Deputy 
Chiefs and, in particular, by the shift personnel likely to be 
required to execute them while holding watch commallder 
res ponsibilities. 

V-2l 

,. 
'" 
\ 

. . 



• 

-_.>, 

./ 

I 

" 



• • ------------ DEPAR TMEN'l'A L ADMINISTRA TION (Cont'd) ------------

• • • • "". 

~ ... , •-. --•-.•. 

........... ,. 

• 

PATROL 
OPERATIONS 

General Recommendations 

e The field strength and visibility of KPD unifol.'med patrol operations 
should be subs tantially upgraded . 

. 
• Exhibit V-3 (which reflects several subsequent proposals) indicates 

the overall pattern of field patrol deployment which should be 
adhered to i.n the near term. 

- It should be carefully noted that this deployment pattern is 
readily attainable, and has been developed based on the proposed 
organization structure and the actual Kenosha Police Department 
personnel availability rates and staffing ratios as presented in 
the preceding chapt<.!r. 

Therefore, despite the proposed reduction in the numbe.r of 
personnel elas sified as "patrolmen, II the actual on~duty patrol 
force assigned to duty in Kenosha would effectively increase. 

- The average number of patrol units fielded daily would increase 
from the present level of 35 to approximately 41, for an increase 
in field coverage of some 17 per cent. 

• Concurrently, the degree of specialization curl:ently evident in KPD 
patrol ope rations should be sharply reduced. 

- Regularly designated foot beats, accident investigal:ion units, 
motorcycle officer concentration in City parks, and the like, 
should be phased out as full-time as signments. 

In(3t,ead, such as signments should be made periodically, based 
on actual indices of police operational requirements. 

- Patrol shift commanders should be given latitude to adjust 
their "tactical mix" to concentrate on particular trouble spots; 
however, first priority should be given to maintaining c~dequately 
staffed general patrol and supervisory zones as proposed below. 
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Personnel 

Commanders 
Supervisors 
One-Man Patrol (a) 
Two-Man Patrol (b) 

Total 

Commanders 
Supervisors 
One-Man Patrol (a) 
Two-Man Patrol (b) 

Total 

Commanders 
Supervisors 
One-Man Patrol (a) 
Two-Man Patrol (b) 

Total 

Total Patrol Units 
Deployed Per 
Average Day 

KENOSHA, WiSCONSIN 
POLICE DEPARTMENT 

PROPOSED PATROL DEPLOYM:ENT, BY HOUR AND SHIFT 

Number Deeloyed 
1st Hour 2nd Hour 3rd Hour 4th Hour 5th Hour 6th Hour 
Of Shift Of Shift Of Shift Of Shift Of Shift Of Shift 

A - First Shift 
(6:00 a.m. - 2:00 p. m.) 

0.25 0.25 0.25 0.25 0.25 0.25 
2.00 2. 00 2.00 2.00 2.00 2.00 
8.00 8.00 8.00 8.00 8.00 8.00 

IG.25 10.25 10.25 10.25 10.25 10.25 

B - Second Shift 
(2:00 p.m. - 10:00 p.m.) 

0.25 0.25 0.25 0.25 0.25 0.35 
2.00 2.00 2.00 2.00 2.00 3.0(1 

12.00 12.00 12.00 12.00 12.00 12.00 
5.00 

14.25 14.25 14.25 14.25 14.25 20.35 

C - Third Shift 
(10:00 p.m. - 6:00 a.m.) 

0.35 0.35 0.35 0.35 0.35 0.25 
3.00 3.00 3.00 3.00 3.00 2.00 

8.00 B.OO 8.00 8.00 8.00 8.00 
5.00 5.00 5.00 5.00 5.00 ----

16.35 16.35 16.35 16.35 16.35 10.25-

41.;)0 (c) 

{at L .. !:!udes patrol squads, motorcycle beats, foot beats and K-9 units. 
(b) Fourth Shift. 
(c) Includes supervisors and cormnand units, na,!'ed on proposed per cent time requirements. 

-- .. -." .... -........ _ ..... ....,---_ ............. __ .... _--

7th Hour 8th Hour 
Of Shift Of Shift 

0.25 0.25 
2.00 2.00 
8.00 8.00 

10.25 10.25 

0.35 0.35 
3.00 3.00 

12.00 12.00 
5.00 5.00 

20.35 20.35 

0.25 0.25 
2.00 2.00 
8.00 8.00 

----
10.25 10.25 

t'l 
X 
::I: .... 
b:l .... .., 
<: , ... 
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• The proportion of time actually devoted to patrolling and field 
investigation should rise sharply I reflecting a major management­
directed reduction in the large proportion of time now devoted to 
office and other activities at the headquarters building. 

Chronological Deployment And Shift Hours 
,." 

• Concurrent with augmentation of its sb'ength and, estab1:i:shment of 
full-time supervision of its officers, the hours of the fourth patrol 
shift should be revised. 

• Reflecting evident patterns of need in Kenosha, fourth-shift hours 
should be established from 7: 00 p. m. to 3: 00 a. m. 

e Moreover, in order to maintain adequate levels of field coverage 
'at all times, shift change hours for the three regular shifts should 
be staggered I so that 50 per cent of the field force is on duty at all 
times; to accomplish this, shift COlnmencement and completion 
times should be advanced by 30 minutes. 

For example, at the change from fir st to second shift, one 
supervisor and four patrol units should be relieved at 1: 30 p. m. I 

with the remainder relieved at 2: 00 p. m. 

- In this manner I the force actually as signed to field patrol anu 
call re sponse duty should rarely be reduced below five units .. 
a supervisor and four units. 

G,££graphic Deployment 

8 With the assistance of the Planning, Research and Training Section, 
the Deputy Chief for the Patrol Division should establish a formal 
program of patrol and supervisory beat assignments. 

This program should seek to ensure reasonable balance between 
zones, in terms of calls for service, c:dme, and supervisory 
workload. 

• During the interim, the Deputy Chief should implement the following 
beat zone system, formulated on the basis of crime data reflected 
in the KPD'd present grid system. 
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• • • 
~ Eight basic patrol zones, to be manned at all times, should be 

establish~d as indicated in Exhibit V-4. 

- Officers assigned to these zones should remain in them unless 
directed otherwise by supervisors or dispatched elsewhere. 

e During higher-activity hours, the City should be divided on a north­
south basis into supervisory zones "A" and "B,." as indicated in 
E~~hibit V - 5. 

• During the hours when the fourth shift is one duty, the City should 
be divided into three supervisory zones, with a "C" zone encompassing 
the downtown area. 

• Exhibit v-6 summarizes, by shift, the proposed geographic deployment 
of patrolmen and supervisors. 

• It should be carefully noted that this plan of as signment: 

- Can be implemented within the proposed staff structure and 
existi11g KPD personnel availability rates, as previously 
indicated 

- Ensures that adequate basic coverage of all zones would be 
maintained at all times 

- Provides tactical flexibility to watch commanders in the form 
of multiple coverage of high-activity zones, and the designation 
of special-assignment units at peak-activity hours. 

o These units could be assigned on an intermittent basis to 
foot beats, concentrated coverage of trouble spots, stake­
out duties, and the like, as deemed suitable by patrol 
c ommande r s. 

• Under this plan, patrol officers should respond immediately to any 
as signed calls within or outside their zone. 

- Field supervisors should be alert to identify officer reluctance 
to accept certain types of calls or those occurring near the end 
of a sh1ft, and proposl9 firm diSciplinary actior., if neces sary, 
to correct previous deficiencies. 
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EXHIBIT V-5 

KENOSHA POLICE DEPARTMENT , 

PROPOSED SUPERVISORY ZONES 
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Zone 

Patrol 
1 
2 
3 
4 
5 
6 
7 
8 
Cover / 

Special 
Assignment 

Total 
Squad Cal'S 

Supervisory 
A 
B 
C 

Total 
Supervisory 

~ 

EXHIBIT V-6 

KENOSHA, WISCON SIN 
POLICE DEPARTMENT 

PROPOSED ZONE ASSIGNMENTS 

Number Of Assignments 

First Second Third Fourth 

Shift Shift Shift Shift ----
1 1 1 

1 1 1 1 

1 2 1 1 

1 2 1 1 

1 1 1 
1 1 1 

1 2 1 

1 1 1 1 

- 1 - 1 --

8 12 8 5 

1 1 1 

1 1 1 

- - - 1 - - -

2 2 2 1 
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Patrol Officer Role And Responsibilities 

• In the future, KPD patrol officers should be developed as accomplished 
generalists, responsible for all phases of police patrol and traffic 
enforcement responsibilities in their as signed zones, including 
service of outstanding warrants. 

• In particular, patrolmen should be as signed re s,ponsibility for 
completing preliminary inve stigations at the scene of most crhnes 
(unless directed otherwise by a supervisor) and for handling calls 
requiring contact with juveniles. 

• Detective and Juvenile units should be called only to the most sedous 
incidents, and only on approval of a field supervisor. 

Patrol Configuration 

• The basic configuration for the three main shifts should be based 
on the one -man patrol unit. 

• However, the expanded fourth shift, serving at peak crime hours 
and in high crime-density zones, should be as signed to duty in 
two-man patrol units. 

- Dispatch procedures should be established to ensure that those 
units are the first dispatched to serious calls, whenever possible. 

• During time s when on-duty patrol and supervisory manpower exceeds 
levels necessary to staff the patrol plan presented in Exhibit V -6, 
watch commanders should be free to utilize these resources to 
establish two-man units on the regular shifts, or to assign additional 
cover cars or make special assignments. 

• Reliance on permanent foot beats and motorcycle patrols should 
be rapidly phased out; as prevIously noted, use of these patrol 
configurations should be luade sel~;,cl;ively by the shift commanders. 

• The Department should eJtperimnnt in densely populated or commercial 
areas, though, with such technj~ues as the ride-walk team, under 
which: 
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_ One officer patrols an area in a cal' while his pax'tner, equipped 
with a portable radio, engages in foot patrol of selected areas 

_ Officers rotate riding and walking responsibi1iti~~s two or three 
times per shift. 

INVESTIGATIVE 
OPERATIONS 

General Recommendations 

• A broad range of operational improvements should be instituted by 
the Deputy Chief of the Investigations Division, especially in KPD 
Detective Bureau operations, 

• The role of the Bureau should be l'evised. 

- A s previously proposed, the need for Burea\'l response to 
complete preliminary crime scene investiga.tions should be 
sharply reduced. 

- The general patrol performed by detectives should be reduced 
from its current intermittent level to none at tIl. 

Detectives shoUld, instead, focus their enlngies on follow-up 
investigation of op,en cases (those not clos/ed by the patrol forces). 

• To maximize investigative productivity, important scheduling and 
workload assignment changes should be unde3:t.aken • 

• Detectives should generally be assigned 1:0 duties during the day 
shift, when victims, witnesses and others can be more readily 
contacted. 

- Flexibility in work hours should be authorized; however, no 
regular detective personnel should be assigned to late evening 
shifts. 

If required to respond to a unique situation, detectives should 
then be called out by the watch commander. 
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• Cases sbould be assigned to particular detecHves for investigation, 
and individual case solution performance should be closely monitored. 

- Generally, cases should be pursued by investigators acting 
individually in the field. 

o In this manner, more cases can be effectively pursued. 

- Teams or pairs of detectives should be assigned'only in particularly 
hazardous situations (such as service of a warrant on a known 
criminal) or unnsually sensitive situations (such as interviews 
of persons associated with se~cual offenses). 

- Therefore, the need for use of detectives in pairs should be 
minimal in the Crimes Against Property Section, but may be 
more extensive in the Crimes Against Persons Section. 

• A s previously proposed, section lieutenants should participate 
actively in the investigative process. 

- The revised role of the Detective Btl.reau, and other improvements 
sugge sted in this report, sholl.ld eliminat(;) the need for sepal'ate 
and distinct Detective (as well as JuvenilE)) dispatching. 

• With the as sistance of the Planning, Research and T raining Section 
and the Detective and Juvenile Bureau captains, the Deputy Chief 
should develop and implement a nlodern case screening, assignment, 
review and evaluation systc:m for use in both .Bureaus; this system 
should provide for: 

Thorough screening of in.coming cases, to ensure that preliminary 
£ield investigation has Leen properly performed 

o Incomplete cases should be returned to the Patrol Division 
for corrective action 

- Formal establishment of case priorities, based on overall 
Department: policies, the seve:dty of the crime involved, and 
the probability of successful investigation, considering previous 
performance in cases of similar type and cil'cumstance 
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o For example, highest priority should be afforded to cases 
in which specific leads exist, such as physical evidence or 
knowledgeable witnesses 

Provision for very limited, telephone follow-up of cases without 
leads, in which routine investigative techniques are unlikely to 
prove successful (for example, thefts of citizens band ::,-adios 
and similar gear from parked cars) and in which the principal 
value of follow-up is to gain information for a crirhe patterns 
analysis system that may eventually lead the Department to 
the perpetrators 

Review of case progress and termination of effort aftel," fixed 
periods of time, varying by type of case, unless a successful 
conclusion is irrlminent 

o This should be accomplished through biweekly review of 
the status of each investigator's caseload by the Ueutenants 
commanding the Crimes Against Persons and Crimes 
A gainst Property sections 

- Notification of the originating patrol officer, of the investiga'cor 
to whom the case is assigned, and eventual disposition, through 
use of a status card form indicating: 

o The name of the complainant 

o The date and nature of the offense 

o The inve stigator as signed 

o The disposition of the case, whether by arrest, exceptional 
clearance, or un.succeBsul termination of the investigation 

- Compilation of detailed Bureau and Section performance reports, 
focusing on the trend of Departmen('al investigative clearance 
rates, by type of offe11se 

o These reports, also indicating the results of Patrol Division 
preliminary investigations, should be used to gauge investi­
gative performance against past KPD experience, and 
comparable State and national data as reported thro'U.gh the 
Uniform Crime Report system 

V-28 

, : 

~" 



I' 

I 



• 
.-~.----------- DEPARTMENTAL ADMINISTRATION (Cont'd) -----------

• • • • • • . .,..,.-' .. 

• 

o This would provide a sound basis for assessing progress 
toward the goal of increased clearance rates, as well as 
a means for isolating areas in which particular evidence 
exis ts of the need for futher improvement or change s in 
management approach. 

e Under the direction of the Deputy Chief and the Captain of the 
Detective Bureau, the lieutenant commanding the Special Operations 
Section should seek to further strengthen curren't1y sound working 
relationships with other departments in the field of narcotics 
enforcement. 

- In particular, he should explore the feasibility of, and intere st 
of other police forces in, establishing a Metropolitan Enforcement 
Group (MEG) to provide concentrated eruorcement effort in the 
southeastern Wisconsin area. 

• The proposed Community Affairs Section lieutenant in the Juvenile 
Bureau should, as previo\.lsly proposed, undertake an intensified 
program to develop contacts in, and coordinate efforts with, local 
school administrators, and with s:uch closely aligned groups as 
PTAs . 

.... . In. this effort he should enlist the participa.tion of Patrol 
Division field patrolmen and supervisors assigned to school 
zones as well, to promote greater public comprehension of 
police activities in these areas, and to stimulate more effective 
communication between the police and thEl c'itizens of Kenosha. 

• The lieutenant should also represent the Department's interest in 
s~imulating improvement of juvenile rehabilitation and detention 
service s in the greater Kenosha area. 

PERSONNEL 
MANAGEMENT 

Role Of The Police And Fire Commis sion 

• The Police and Fire Commission should adopt a more positive a.nd 
aggressive stance in monitoring the personnel practices of the KPD. 
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e After recruiting and selecting a new Chief of Police, the Commission 
should join with the Chief in implementing numerous improvements 
in personnel systems and procedures, as outlined below. 

• Supplementing these efforts, the Commission should: 

- Request the State to provide more explicit guidance and assistance 
to Commission members (through, for example, i~suance of 
detailed operating manuals and the provision of training courses 
for Com.mis sion members) . 

o Such assistance might be supported through LEAA grants 
to a State or regional agency, as has been done in at least 
one neighboring state 

- Request funds from the City in succeeding fiscal years to employ 
independent legal counsel for the Board. 

Labor Negotiations 

• The new Chief of Police should represent the interests of the 
Department by actively participating in all labor negotiations 
affecting the Kenosha Police Department. 

• He should playa leading role in pro'{iding t~chnical guidance' in 
these negotiations, and.in as se s sing the management implications 
of proposals, set fort4'~uring the bargaining .. process'. 

t. "' .. _ '. " , '" " • 

• In consultation with his staff, he should also develop Departmen.t-: . 
sponsored proposals to set forth during negotiations, when these 
would improve the efiectivenes s and productivity of the KPD. 

. , 

- For examp~e I he should seek to enlist the support of the KPPA . 
in i;mplementing the recommendations of this report designed 
to improve th~ overall effectiveness and statur.e of the Depart-
ment. . 

• In a related matter, the Chief and the City should adopt a positive 
~trategy in reactin~ to the recent arbitration decision re~al'ding 
the makeup of the KPD f S bargaining unit. ' 
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- First, the Department's lieutenants alld captains should be more 
effectively integrated into the KPD management 'team. 

o These officers should be expected to perform duties as 
required on a salary basis. 

o They should be included in.. the consideration of all policy 
development. 

- Second, they should be compensated more equitably for 
their responsibilities, as further outlined below. 

RecruHment And Selection 

• The Police and Fire Commis sion should immediately institute the 
use of psychological screening tests in the examination of applicants. 

- Results of these tests should be advisory to the Commission, 
on a pass/fail basis. 

• For the present, the Commission should continue to use the Ilrule 
of a1111 in establishing eligibility tests. 

• However, the Commission should closely monitor cases now before 
the United States Supreme Court which challenge such deviations 
from traditional merit principles - the outcome of which may have 
a profound effect on law enforcement personnel selection system,s. 

Training 

• The new Chief of Police should strive to reestablish a management 
environment for the Depar.tment, in which advanced professional 
and technical traiJ:).ing are recognized, rewarded and e,ncouraged. ',' 

• As an initial step in this effort, the Chief should accord high priority 
to securing intensive management training for Department supervisory 
personnel. 

- For the foreseeable future at least, two supervisory officers 
pel' year should be as signed to a nationally recognized police 
leadership institution, such as those identified in the preceding 
chapter. 
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A rrangements should also be made for all current supervisory 
personnel to attend a minimum 40 -hour leadership training 
program over the next two years. 

- In the future, all newly appointed supervisors should immediately 
be assigned to an BO-hour supervisory training course, such as 
those now mandatory in several other states. 

• Specialized training should also be afforded to all newly appointed 
technical or specialist personnel, especially investigators. 

o Furthermore, a regular 40-hour in-service training program should 
be instituted for an KPD personnel, including supervisors as well as 
patrolmen and investigators. 

- To minimize operational impact, the bulk of such training should 
be scheduled for off-peak activity months (usually early in the 
year, as noted elsewhere in this report). 

• Finally, an intensive professional training program should be 
developed and implemented for the proposed complement of civilian 
dispatchers. 

- Exhibit V -7 on the following pages presents an outline of such 
a course, adapted from those a.sed elsewhere, to meet the 
particular needs of Kenosha. 

Development, Evaluation And Promotion 

• In addition to those outlined above, the Chief of Police should take 
steps to encourage broader profes sional development within the 
organization; in particular, he should: 

Establish a policy requiring each patrolman to be assigned to at 
least one. of the specialized or investigative arms of the Depart­
ment during a three-month period of the patrolman's first 
five years of membership in the KPD. 

- Establish a clear-cut policy of executive rotation, requiring 
reassignment of lieutenants and captains to different commands 
at maximum. thrlee-year intervals, to broaden their base of 
experience and better qualify them. for eventual succession to 
the command of the Department. 
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EXHIBIT V-7 
Page 1 of 4 

GENERAL 
PROGRAM 

KENOSHA, WISCONSIN 
POLICE DEPAR TMENT 

PROPOSED 
DISPATCHER TRAINING PROGRAM 

• The recommended program require s 160 hour s and' consists of 
classroom training as well as practical application, specifically 
providing for: 

- Forty (40) hours of basic curriculum 

- Forty (40) hour s of dispa tch and radio procedure 

- Eighty (80) hours of practical application on the job. 

Ba sic Curriculum 

o The purpose of the basic curriculum is to provide dispatchers 
with general knowledge of poli(~e operations, procedures, rules 
and policies; this training will familiarize them with the police­
man's 1I1angua ge, II a s well a s wi th the env ir onmen t of police 
activity. 

- This phase of the training is adopted from the Wisconsin 
Law Enforcement Basic Training Curriculum for policemen. 

- Program of instruction: 

o 01' ien ta tion 

o Wisconsin Law Enforcement Standards Act 

o History and philosophy Ot law enforcement 

o Wisconsin criminal justice system 

o Jurisdiction and coordination of law 
enforcement agencies 

1 hour 

1 hour 

1 hour 

1 hour 

1 hour 
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o Human rela tions 

o EfIe ctive communications 

o Police public relations 

o Social agencie s service s 

o Children 1 s Code 

o Statutory authority of sheriffs, 
chiefs of police and pea ce officer s 

o State Crin-tinal Code 

o Relevant sections of Wisconsin Motor 
VehicLe Code 

o Uniform traffic cita tion 

o Department policies, rules and 
regulations and local ordinances 

Total 

Dispatch And Radio Procedure 

2. hOU1'S 

2. hOU1'S 

2. hours 

1 hour 

2. hours 

1 hour 

6 hours 

3 hours 

2. hours 

14 hours 

40 hours 

• The purpose of dispatch and radio procedure training is to 
familiarize dispatchers with the techniques of radio operations, 
logging and management of dispatc,hed assignments. 

- Program of instruction: 

o Orienta !:ion on the radio system used by 
the KPD 

o Organization of the KPD, working rclaHon­
ships and functions of maj()r elements, and 
duties of ke}r personnel 

o Call codes used by the KPD and the Kenosha 
County Sheriff; practical exercise s in their 
use are a part of this unit of training 

1 hour 

1 hour 

4 hours 
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o Radio procedure, including emphasis on 
voice procedure and call formats; this 
unit includes the major practical. exercise 
intended to provide extensive radio opera tion 
practice 

o Essential elements of information required 
for effective response to each type of police 
call; emphasis on the need for speed and 
the e limina tion of unne ce s sal' y and time­
consuming information is included 

o Log control techniques for maintaining 
continuing, positive awareness of the 
status of the patrol force 

o Dispatch contl'ol of the patrol force, 
incLuding technique s for the most efficient 
distribution of call assignments 

o Summary practical exercise incoJ:porating 
an artifically high traffic density and call 
frequency; these exercises will escalate to 
an operational level well beyond actual 
anticipa ted opera tions 

Total 

On- The-Job Training 

16 hours 

6 hours 

2 hour s 

4 hours 

6 ho~r s 

40 hours 

• The two weeks (GO hours) of on-the-job training with one of the 
current dispatcher s is intended to provide each new dispa tcher an 
opportunity to assume dispatch responsibilities gradually, and 
to provide ample opportunity to cope with varying dispatch 
problems, and a sk que stions, without jeopardizing field operations. 

SCHEDULING OF 
TRAINING 

• Dispatcher training will normally be conducted for a small number 
of trainees; this is necessitated by the requirement for extensive 
on-the-job training. 

- Not more than three trainees (one for each shift) should be 
scheduled for on-the-job tl'aining on anyone da y. 
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Page 4 of 4 

- Initially, the Department should conduct several consecutive 
programs, with the goal of completing training for all new 
dispatcher s within six monthsi thereafter, training should be 
scheduled on an as-required basis • 

• New dispatchers should be familiarized with the duties of counter 
and phone operator personnel early in their assignments, to 
ensure flexibility in job assignment. 

- Optimally, all personnel assigned to the Communications Section 
will be dispatcher-trained, and able to perform duties' in any 
of the communications functions. 
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t!I The Chief and the Police and Fire Commission should collaborate 
in installing a formal promotion system for the Department • 

.. Elements of the promotion process should include: 

- Written examinations pertaining to poUce leadership and 
administrative skills 

The results of the Departmentl s performance evaluation system 

- Oral interviews conducted by the Police and Fire Commission 

o To assist in the conduct of these interviews, the Police and 
Fire Commission should employ seasoned police executives 
from outside the Kenosha area, on a part-time, as-needed 
basi:; 

- Modest credit for seniority 

- Compilation of lists of eligibles for each permanent higher 
rank (sergeant, lieutenant and captain) 

- Fina~ selection from the list of eligibles by the ~hief of Police, 
using the "rule of three. " 

• The Chief and the Police and Fire Commission should establish a 
formal weighting process for each of the first four eiements. 

• 4 

- . Weights to he used in the next few years are sugge sted 
below. 

Factor 

Written Examination 
Departmental Evaluation 
Oral Interview 
Seniori'ty in Grade 

Total 

V-33 

Weight 

40 0/0 
30 
25 

5 

100% 
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Rank Structure 

• The KPD's rank structure should be overhauled • 

CD In the future, officers a ssigned to specialized tasks - such as the 
former Traffic Officer - should be designated as sergeants or 
other ranks commensurate with the responsibilities of ,the position. 

• Reflecting a major improvement, as well as a deparfure from past 
pr'actices, the permanent ranks of detective and investigator should 
be phased out. 

- Incumbents remaining in the force should continue to hold their 
rank, or eventually be transferred to the rank of sergeant. 

• Henceforth, all operational Detective and Juvenile Bureau personnel 
should be designated as investigators. 

- However, service as an investigator should be an administrative 
assignment rather than a permanent rank. 

o Investigators should be as signed, hold their position, and 
be subject to reassignment solely at the discretion of the 
Chief of Police. 

o They sh(n~.l,d, as further proposed below, receive an 
increment iR compensation, but not at a level equivalent 
to that 'for sergeants, as is currently the case. 

~. . 
'l ~ .. I ... 

- .Under this concept, the Chief should be free to rotate investigative 
" personnel and, fo~', ,~~:ample, assign younger personnel to such 

units as the",Juvenile Bureau. . 

Compensation 

• Two significant changes Ih- the KPD comp~ns'ation system should be 
introduced. 

• First, the pay differential between the various ranks should be 
expanded to the percentages shown in the following table; the se 
should be considered the minimum percentages. 
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Rank 

Sergeant 
Lieutenant 
Captain 
Deputy Chief 
Chief 

Increase Over 
Next Lower Rank 

10% 
10 
10 
15 
20 

- The increments needed to achieve this salary schedule should 
be granted in two years. 

During the first year (i976), one-half of the increment should 
be granted I in addition to increases proportional to those 
negotiated for patrolmen. 

- During the second year (1977) I the remaining proportion of the 
increment should be granted, if the Department has demonstrated 
tangible evidence of improved management effectiveness and 
overall operational performance. 

• Second, a differential should be established for personnel assigned 
as detectives and investigators. 

- It is suggested that the pre sent differential of some 7. 6 per cent 
between patrolmen and detectives/investigators be retained • .. 

- Thus, incentives would be provided for detectives and investigators 
to seek promotion to the rank of sergeant. 

other Recommendations 

• The Chief of Police should direct the Planning, Research and Training 
. Section and the Inspections Section to conduct a special study of 
patterns of sick leave in the KPD over the past four years and to 
formulate recommendations for change in current policies and 
practices, where warranted, to prevent abuse of sick-leave provisions. 

• A s previously noted, the proposed plan of revitalization ()f the 
Department leaves few, if any, "light duty" positions within the 
KPD staff structure. 
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- The Chief of Police should, therefo~\'e, carefully review the case 
of any officer who is unable to meet the physical demands of 
field enforcement work and should take such steps - including 
referral to disability retirement procedures - as are necessary 
to ensure that the full complement of KPD officers is able to 
meet workload requirements. 

• Moreover, also as previously proposed, the City' should adopt a 
mandatory retirement age of 55 for Department members, phasing 
the policy in over a six-month period of 1976, 

ADMINISTRATIVE, 
SUPPOR TIVE AND 
LOGISTICAL SERVICES 

General Recommendations 

• During the course of this study, City and Kenosha County officials 
determined to explore means by which the two jurisdictions could 
achieve operational improvements or cost savings through consolidated 
performance of certain ancillary law enforcement services and 
functions. 

• The results of this analysis indicate that such an approach may 
indeed be highly beneficial, and that some related steps can be 
taken immediately, With constructive results; others will await 
the results of a currently planned systems study. 

• The following recommendations have been formulated with this 
potential in mind, but designed to meet the practical operating 
needs of the KPD in any eventuality. 

Dispatch And Counter Operations 

• A s previously proposed I all dispatch and counter operations should 
henceforth be performed by well-trained civilian personnel. 

• Under the direction of the proposed Communications Section sergeant, 
these civilian personnel should be phased in to replace current sworn 
and supervisory personnel over a six-month period. 
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• A s other operational recommendations are phased in, the dispatch 
center should assume responsibility for all call receipt and dispatch 
functions, including those of the Detective and Juvenile bureaus. 

• To meet evident patterns of workload in the KPD, Communications 
Section personnel should be scheduled for duty as described below • 

- The supervising sergeant should normally work an 8: 00 a. m. -
to-4:00 p. m. schedule, but should periodically \vork on weekends 
and other shifts, to inspect operations at those times. 

- Dispatcher shifts should overlap patrol shifts to further ensure 
continuity at shift: change. 

o Personnel should be as signed to counter, telephone switch­
board and complaint receipt, and dispatching l,'esponsibilities, 
a.s indicated further on. 

o However I all pel'sonnel should be cross-trained, and should 
perform all functions as needed. 

- The following table indicates proposed shift hours, functional 
assignments I and target on-duty staffing levels for the dispatcher 
complement. 

Shift 
12:01 a.m.- 8: 01 a. m. ~ 4:01 p.m.-

As signroent 8:00a.m. 4:00 p.m~ __ 12:00 p. m. 

Counter 1 2 1 
Telephones 1 2 2 
Dispatch 1 1 1 

• In order to promote efficient dispatch operations , the Deputy Chief 
for the Patrol Division and the Captain of the Administration and 
Support Division should take steps to rigorously enforce orders 
previously issed by the Inspector to minimize unnecessary police 
presence in the counter and dispatch area. 
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Records Administration 

• Under the direction of a new civilian records supervisor 1 and with 
a modestly expanded staff, Records Section operation should be 
expanded to provide 24-hour operation, availability of information 
to officers in the field, and rapid processing of field reports. 

e To further promote operational effectiveness, Coonmunications 
Section dispatchers and Records Section personnel sh'ould gradually 
be cross-trained. 

- Thus, a minimum of four trained personnel would be on hand 
at all times in the headquarters building to re spond to calls, 
to dispatch units, and to assist in records processing. 

• The workload of the Records Section should also be reduced by the 
changes in booking procedures outlined below. 

Booking 

• The Chief of Police should issue a General Order in the neal' term 
directing the KPD officers to book their prisoners directly into 
the County Jail. 

• In addition to reducing duplicative paperwork, freeing space in the 
building and reliev.ing Records Section personnel of matron duties, 
this change would eliminate the need for a sworn booking officer on 
each shift, and for sworn officer presence at headquarters to 
conduct periodic prisoner inspections and to protect civilian personnel 
against the possibility of prisoner escape. 

Technical Services 

&)\ Under the direction of the Administl'ation and Support Division's captain 
the lieutenant commanding the Technical Servicef3 Section should 
institute several related operational improvements. 

• Reasons underlying the continued breakdown of the Depart-mentis 
polygraph machine should be explored and corr/active action taken. 
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• Polygraph service policies should be changed. 

- Polygraph examinations should be given only to subjects 
involved in criminal cases under investigation by the Depart­
ment or by closely aligned law enforcement agencies • 

• Early priority should be given to the establishment of a formal 
evidence custody systeln to be made mandatory pn a Department­
wide basis, and implementation of this system by General Order . 

Physical Facilities 

• Plans should be implemented £01' a reorganization o£ the police 
building to consolidate like operations and to provide £01' the collocation 
o£ all s'l~·bel~ments o£ the major divisions and the bureaus. 

The recommended plan £01' reorganization is based on agreement 
by the Kenosha County Sherif£1 s Department to handle all 
incarcerations; such concurrence was tentatively given during 
the course o£ the study. 

- Future consolidation (if any) o£ police and Sheriff's Department 
activities will not be adversely affected by ,the recommended 
plan £01' reorganization o£ the police building. 

- It is likely, though, that the City will eventually close down its 
jail and be able to remove the cells from the police buildi.ng. 

- There£ore, Exhibit V - 8 depicts a recommended floor plan with 
the cells remaining (for interim KPD use), and Exhibit V-9 
presents a £1001' plan designed to more effectively utilize space 
currently taken up by cells. 

• Supplementing revisions in the £1001' plan, the City should also: 

Make arrangements £01' on-duty policemen to park their private 
vehicles close to the police building 

- Coordinate with the Civil De£ense (CD) Office in determining 
the actual requirements £01" CD space and the availability o£ 
such space for other purposes when not in CD use 
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• • ----------- DEPARTMENTAL ADMINISTRATION (Cont'd) ----------
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_ Make plans for construction of a covered garage to house 
police Department vehicles; the garage would be best locat.ed 
imm.ediately behind the police building. 

Equipment 

e Under the proposed civilian supervisor of the Logistics Section, 
a comprehensive Department property management, inv~ntory, 
is suance and control system should be placed into' eHe,ct. 

• A t the direction of the Administration and Support Division':3 captain 
the Department's motor vehicle fleet should be significantly expanded 
in order to support the operational deployment proposals of this 
report. 

Type 

The following table indi cate s the num be r of vehicle s, by type, 
which should be secured in addition to replacements. 

NUlnber Now Requil'ecl Increase 
In Fleet In Fleet Or (Decrease) 

Marked Sedan 16 22 6 
8 Unmarked Sedan 10 18 

Station Wagon 4 4 
Police Truck 1 I 
Motorcycles 5 3 (2) 

• The Captain should be authorized to engage the services of a 
competent, independent communications engin.eer to explore 
technical difficultie s with the new communications system, as well 
as equipment downtim.e attrihutable to radio maintenance problems, 
and to make recommendations for a corrective course of action. 

• Concurrently, improvements in vehicle maintenance practice s 
should be implemented 1:0 reduce autOlnobile downtime. 

.. Out-of-warranty service should be performed in Kenosha 
rather than in Racine. 

- The feasibility of a joint motar pool and police mechanic system 
with the She riff I s Department should be explored during the 
study identified a.bove. 
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DEPARTMENTAL ADMINISTRATION (Cont1d)------____ -l1 

• Finally, two other steps to improve equipment should be taken. 

- Squad cal'S should be equipped with prisone't' screens and remote 
rear-door lock controls. 

- The City should consider installing a phone recording device, 
similar to the one in the Sheriff's Department, to assist 
patrolmen in preparing reports. 
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This section outlines the cost of putting into effect the recommendations 
detailed in the preceding two sections of this chapter. 

• Exhibit V -10 summarizes the budgetary impact of implementing 
the recommendations of this report in 1976. 

- 'These recommendations were presented in the November, 1975, 
Executive Digest and tentatively adopted by the City. 

• Salary data include the annual cost of fringe benefits •. 

The full costs would not be incurred in the first year, since 
a phased implementation program is envisioned. 

• Vehicle costs, though large, are vital to the as signment of 
increased numbers of patrol and detective units to the streets 
of Kenosha. 

- Morevoer, these are capital costs, which would recur in the 
future only as replacement vehicles are needed, rather than 
annually. 
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KENOSHA, WISCONSIN 
POLICE DEPAR TMENT 

EXHIBIT V-I0 

BUDGET I:MPLICATIONS OF 
IMPLE1v1ENTING THE MANAGEMENT STUDY 

FY 1976 

Item 

Personnel 
Reduction of sworn personnel 
Addition of civilian per sonnel 
Expansion of pay scale differential 

Subtotal 

Equipment 
Addition of 14 car s and radios 
Increase in fleet operating cost 
Less Mayor's 1976 budget increase 

Subtotal 

Total 

.. : .. 

q ;; g§ 2 g= AM #kXap-£ 

Increase Or 
(Decrease). 

$(145,945 ) 
191,936 
23,909 

$ 69,895 

$ 88,200 
5,000 

(55,750) 
$ 37, ·450 

$107,345 
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VI ~ PLAN OF ACTION 
AND 

MANAGEMENT IMPROVEMENT PLAN 

• Plan Of Action 

• Management Improvement Plan 
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PLAN OF ACTION AND 
MANAGEMENT IMPROVEMENT PLAN 

This <:haptt'1' pre sents an overall pla.n of action and a detailed ManagcnwnL 
Improvement Plan setting forth priorities, responsibilities, and commencClnenl 
and l.~ompletion Limes for ilnp101nent'alion of the recommendations made in Lhe 
preceding chaph'l'. 

PLAN 
OF ACTION 

• Ii'allowing receipt of this rt'P01't, the Ma.yor and Cound) should: 

Distribute copies to the Police DeparLmenL, members of the 
Police and Fire Commission, and the media 

~ Arrangl' for the consultants to present the resulls of the st.udy 
to the Police DeparbnenL, press, and inLereslcd citizen groups 

- Schedule a special meeting of the Corrunon Counc.'il for the purpose 
of discussing the details of the report with I:htl consulLants, with 
th() objective of adopting the report in principle. 

• Thereafter, the Mayor and Common Council should: 

Adopt the rl3 porL for implemenLation 

~ Take steps to replace the Chief of Police, formally reque:.Jting 
the Police and Fire Commission to recruit and appoint a new 
Chief who has the extensive qualifications proposed in this report 

Pass and approve other necessary legislation, such as 't.hat 
providing for phased introduction of the mandatory retirement 
age of 55 for sworn personnel. 

• The Mayor and Council should then direct the City Administrator 
and the Police Department to begin}mp1ementation in accordance 
with the Management Improvement"'Plan. 

• They should inslruct. the City Administrator and the Chief of Police 
(:0 report: publicly to the Mayor and Council at 30-, 60-, 90-, 120~ 
and 180 -day intervals regarding the extent of progress achieved. 
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PLAN OF ACTION AND 
MANAGEMENT IMPROVEMENT PLAN (Cont1d) 

MANAGEMENT 
IMPROVEMENT PLAN 

e Exhibit VI-l sUll1.marizes the important recommendations of the 
report, by priority; assigns primary action responsibilities; and 
e stablishe s timetables for execution. 

- This plan should be used as the basis for tilni~g implementation 
of adopted recomlnendations and for measuring pr.ogress. 

8 Each recommendation in the Management Ilnprovement Plan is in 
SUlUlnary forln only; full details of the recommendation, as well 
as as sodated recomlnendations, are presented in Chapter V of this 
report. 

A number of separate minor recommendations are not listed in 
the Management Improvement Plan, but are included in Chapter V. 

o Commencement and completion dates shown in the plan are based 
on elapsed time from the date of appointment of a new Chief of Police. 
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Priority 

I 
I z 

3 

4 

5 

(, 

7 

8 

<j 

10 

11 

12 

13 

,. 
K 

, 

KENOSHA, WISCONSIN 
POUCE DEPARTMEJ:>."T 

M-ANAGEMENT IMPROVEMENT PI.A."! 

Action Step 

Develop and. issue a KPD IIlission statement, pladng 
principal priority on public: protection and preventive 
police fuuctioes. 

Establish specific goals and ohjec.tives for near­
term iInprovement in response tbne and criine­
clearance performance. 

Establish and fill the ""empt positions of 
Deputy Chief. 

Adopt the proposed organization plan. accomplishing 
a phased J:eduction of ,sworn personnel. increase 
of civilian persoanel. and reassignment of personnel 
to new positions. 

Estahlish a climate of firm, fair. proCessional 
discipline in the KPD. 

Establish positive cbannels of communication with 
the KPPA to facilitate implementation of study 
recornrnendations ... 

Participate actively in all labor negotiations affecting 
the f{PD. 

Expand motor vehicle fleet. 

Assign a broader rcle to ~D patrolmen. and 
provide related training. 

Convert all dispatching operatia.!s to performance 
by well-trained civilian personnel. 

Restructure patrol shifts, adding COIIlIlland and 
supervisory personnel and adjusting shift 
strength. 

Phase out specialized assignments in the 
patrol shifts. 

Revise duty hours of fourth shift to 7:00 p. =--
3:00 a.m. 

~ .. k "i 

Primary Action 
ResEonsibiiitv 

Chief of Police 

Chief of Police 

Chief of Police 

Chief of Police 

Chief of Police 

Chief of Police 

Chief of Police 

Chief of Police. 
Captain of Administration 

and Support Division 

Chief of Police, 
Deputy Chief for 

Patrol Division 

Captain of Administration 
and Support Division 

Chief of Police. 
De..,my Chief for 

Fatrol Division 

Depnty Chief for 
Patrol Division 

Chief of Police, 
Deputy Chief for 

Pairol Division 

;1" 

~ 

Tuning (a) 
Com-mencement ComEletion 

lmmediately 2 Months 

Immediately Z Months 

Z Weeks Z Months 

Z Weeks (, Months 

Immediately Continuing 

Z Weeks Continuing 

Immediately Continuing 

2 Weeks (, Months 

3 Months 1 Year 

2 Months 8 Months 

Z Months 4 Months 

Z Mo~ths b Months 

Z Months 4 Months 

+at'! 
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Priority 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 

}"W~~' 

Action Step 

Stagger shift change hours. 

IInplement proposed patt"ol and supervisory beat 
zone plans; initiate research aD longer-tenn 
improvements .. 

Direct patrol capt:ainf!. lieutenants and ·sergeants 
to allocate 25, 50 and 91> per cent of their time, 
respectively, to field duty. 

Direct Detective and Juvenile Bureau personnel to 
engage principally in follow-up investigation of 
open cases. 

Restructure the Detective Bureau into Crim.es against 
Persons, Crimes against Property, and Special 
Operations sections. 

Direct Detective Bureau supervisors to actively 
participate in caae investigations. 

Adopt individual case assignment f"r investigative 
personnel. 

Establish a formal case screening, assignment, 
review and evaluation system for the Detective 
and Juvenile bureaus. 

Establish the position of investigator as a functional 
assignment rather than a permanent rank. 

Establish formal internal affairs policies. 

Estahlish the "watch commander" concept by 
General Order. 

IInplement an intensive management training prograIIl 
f<ir all supervisory personnel. 

Establish a policy of periodic rotation of police 
executives. 

! j ~ ; ~ 1- ~ { < , • _" ~ • • '.' !.' '.' '.' I •• '.' •• ' 

Primary Action 
Responsibility 

Chief of Police. 
Deputy Chief for 

Patrol Division 

Deputy Chief for 
Patrol Division, 

Captain of Planning, 
Research and Training 
Dh-ision 

Deputy Chief for 
Patrol lJivision 

Deputy Chief for 
Investigations Division 

Deputy Chief for 
Investigations Division 

Deputy Chief for 
Investigations Division 

Deputy Chief for 
Investigations Division 

Deputy Chief for 
Investigations Division~ 

Captain of Planning, 
Research and Training 
Division 

Chief of Police 

Chief of Police, 
Lieutenant of 

Inspections Section 

Chief of Police 

Chief of Police, 
Captain of Planning, 

Research and Training 
Division 

Chief of Police 

Timing ,a) 
Commencement 

4 Mor.ths 

3 Months 

3 Months 

2 Months 

2 Months 

2 Months 

2 Months 

3 Months 

2 Months 

3 Months 

2 Montlis 

2 Months 

2. Months 

Completion 

'& Months 

o MOfJths 

" Months 

6 Months 

6 Months 

4 Months 

6 Months 

8 Months 

Continuing 

6 Months 

4 Months 

Continuing 

'Ot'l 
Continuing " X "":t 
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Priority 

27 

2& 

29 

3(} 

31 

3Z 

3) 

34 

35 

36 

37 

38 

39 

1 
I 

Action Step 

Establish a formal'promoti':>n system. 

Expand differentials in supervisory compensation 
as Departmental perfornance improves. 

m3titute use of psychological screening tests 
for police applicants. 

Establish a formal evidence custody system. 

Direct KPD officers to book prisoners into the 
County jai1~ reassign booking officers to 
pat;-el d~ie!!= 

}' 

Develop format for, quarterly and annual perfoTlnance 
reports to the City Administration, Common Council, 
and the Police and Fire Commission. 

Develop KPD Rules and Reguk:tions and a formal 
General Ord .. r syste=, s pecificall y indUCing 
guidelines on use of deaoUy for<;e and bot pursuit. 

Institute a Crime Patterns Analysis system, and 
systems to monitor KPD response time and 
clearance performance .. 

Engage a communications engmeer to evaluate 
the new radio system. 

Improve vehicle maintenance practices. 

Upgrade the content of the Daily Bulletin. 

Reduce imbalances between seasonal workload 
and vacation schedules. 

Develop contingency plans for response to major 
police indd=ts in the '.city. 

". 

-~:~~~~t:',~~;.;;:i";~: ""'i~~~I/ 

.-. •• ! ••••• 

Primary Action 
llesponsibility 

Chief of Police, 
Police and Fire 

Commission 

Chief of Police, 
City Administrator 

Chief of Police, 
Police and Fire 

Commission 

Chief of Police, 
Lieutenant Of Technical 

Services Section 

Chief of Police 

Chief of Police 

emeC of Police, 
Captain of Planning, 

Research and Training 
Division 

Captain of Planning, 
Res<Oarch and Training 
Division 

Captain of Administuhon 
and Support Division 

Captain of Administration 
and Support Division 

Captaio of Planning. 
Research and Training 
Division 

Chief of Police 

Chief of Police, 
Deputy Chiefs, 
Captain of Planning. 

Research and Training 
DivisiG!J. 

Ttn:ing ta_ 
fomnl~t 

i, Months 

Immediately 

Immediately 

t:. Weeks 

Z Weeks 

immediately 

2 Months 

3 Months 

1 Month 

2 Months 

3 Months 

3 Mont1:;s 

3 Months 

Completion 

Continuing: 

l Years 

" Months 

3 Months 

f ' 

Z Months 

l Months 

6 Months 

8 Months 

b Months 

Continuing 

8 Months 

8 Months 

1 Year 
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Priority 

40 

41 

42. 

! 

Action Step 

Installl'risoner shields and remote rear-door 
lock controls on alll'atrol vehicles. 

Revise polygraph service policies. 

Explore the feasibility of the Metropolitan Eniorcement 
Group concept in Southeaste!,!:: 'Wisconsin. 

(al From the date c.f appointment of a new Chief of Police. 
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Primary Action 
Responsibility 

Captain of Administration 
and Support Division 

Chief of Police, 
Lieutenant of Technical 

Services Section 

Deputy Chief for 
Inv6stigations Division 

Lieutenant of Special 
Op:>rations Section 

I I •• ".; .• '.' .• ' 
" ~. 1 • , ' 

I!IIiiiiiI 

Timing(") 
Commencement Completion 

3 Months 8 Months 

2. Months 6 Months 

2. Months Continuing 
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