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STANDARDS AND GOALS COMMITTEE REPORT 
ILLINOIS ASSOCIATION OF CH1EFS OF POLICE 

November 16 1 1977 

The standards and recommendations in this volume repre
sent the consensus of Illinois municipal police chief execu
tives, and the consensus of the representatives of other 
Illinois law enforcement organizations on the Committee, as 
to the minimum standards for professional law enforcement 
which the public should expect to be achievable by Illinois 
state and local officials and government. 

No person who participated in the standards development 
process is likely to be fully satisfied with those developed 1 

nor is any concerned citizen or public official or law enforce
ment officer to be expected to be fully content that his or her 
perceptions of need have been met. However deficient this work 
may be in attaining differing views of the ideal, the goal of 
the Illinois Association of Chiefs of Police, whose members 
unanimously directed undertaking this project 1 has been 
achieved. 

The members' goal was to achieve written standards for 
their profession which are as "progressive" as the realities of 
government in Illinois in 1977 and the next few years permit. 
A wealth of experience artd practical wisdom agrees that these 
standards are a practical consensus which, if achieved, would 
resolve many of the most urgent deficiencies of Illinois law 
enforcement. The public we serve and the talented members of 
the organizations we direct can expect adherence to these 
standards to result in obvious and significant improvement by 
Illinois law enforcement agencies. 

I feel an extra expression of gratitude is owed to 
Don R. Derning, the former Police Chief of Winnetka, who we 
snatched from retirement following 29 successful years of 
police work. He has the distinct honor of having been the 
President of both the Illinois Association of Chiefs of Police 
and the International Association of Chiefs of Police. He is 
a man with national level experience in the Standards and Goals 
process, having served on major projects, including the National 
Advisory Commission on Criminal Justice Standards an..d Goals 
Report, Police. This report served as a cornerstone ~f our 
Committee's efforts. As a direct result, the Work of the 
Committee progressed smoothly to completion and my role as 
Chairman was materia1:~y eased and reduced. 

This experience as Project Chairman has altered the 
myths and stereotypes which I held as to organizations, in
dividuals, and the potential for change of Illinois law enforce
ment leadership. Knowledgeable readers will recognize the 
deeply held beliefs and traditions which are challenged in 
these standards--challenged by my professional colleagues, not 
by critics external to the police service, although this criti
cism received more careful consideration than they might believe. 
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Throughout the debate, no discussion failed to involve 
the difficulties of implementing whatever standards might ~ 
result. If it were within the power of my colleagues, I am ~ 
sure the extensive legislative and police and organizational 
changes recommended by these standard::; would be made. But in 
real life most of these changes can occur only by action of 
the state legislaturo and city conneils and the officials of 
the myriad other agencies who permit or restrict progress by 
law enforcement chief executives. 

The police administrator worth his pay can be expected 
to know these standards and to work hard to implement them in 
an orderly manner. This is our undeniable responsibility which 
we will discharge because it is our duty. Our challenge, 
however, is to provide leadership and energy and inspiration 
to all the citizens and representatives of the citizens whose 
cooperation and coordinated action is needed if these standards 
are to become a reality, rather than an exercise in profes
sional dreaming. 

Therefore, it is clear that the members of the Illinois 
Association of Chiefs of Police, assisted by their other law 
enforcement organization colleagues, have only begun their 
effort with completion of these standards. 

If we hope to avoid the pains of frustrated expectations, 
we must now proceed to the immensely more difficult tasks neces
sary for converting the words of this work into the reality of 
Illinois law enforcement and government performance. 

Allen H, Andrews, Jr., Chairman 
Standards and Goals Committee 
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FOREWARD 

THE PURPOSE 

The Illinois Association of Chiefs of Police charged its 
Standards and Goals Committee with a unique and challenging 
mission. The Committee was to develop and publish a series of 
practitioner-validated law enfor~ement standards. A broad 
range of input was to be utilized to insure appropriate consi
deration of the widely divergent needs and problems which 
exist in the State of Illinois. The concepts were to be 
pragmatic rather than philosophic in form and were to be speci
fically applicable to Illinois law enforcement needs. Although 
timely in nature, the concepts were to provide both a founda" 
tion and a stimulus for the continuing growth of professiona1~sm, 
combatting crime and providing more effe cti vo police service I) 
to the people of Illinois. 

A perusal of this repoTt will show clearly that the 
m~ssion wa$ accomplished in an exemplary fashion. Illinois 
police chief executives can immediately utilize the Report in 
planning, coordinating and deli vei-ing police service both in 
their jurisdictions and in cooperation with th~ir colleagues. 
Further, the application of the accumulated experience, wisdom 
and foresight encompassed by the Report can add substantially 
to the quality of future police service in Illinois. 

THE PEOPLE 

The President of the Illinois Association of Chiefs of 
Police, working in concert with the Chairman of the Standards 
and Goals Committee, utilized three major guides in recruiting 
and assigning 'people to the Committee and Sub-Committees of the 
Project: 

1. They had to be people whose career ~uccess and coh~ 
tributions to law enforcement were recognized and ' 
appreciated by their colleagues; 

2. They had to have the professional attitud\ s essential 
to effective communication and cooperation with their 
fellow members; and 

3. They had to be able to commit tl:emsel ves to expending 
the time and energy essential to the s:ucce$sfu1 com
pletion of the Project. 

The quality of the members selected became quickly apparent. 

The cross-sectional representation of law enforcement from, 
throughout Illinois included police chief executives ,from agencies 
with less'than 10 officers to one with more than 10,000 officers. 
These executives were joined and supported by representRtives of 
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line officers, elected officials, appointing authorities and the 
Sheriffs of Illinois. The memb'ers ca.me from the deep south and 
the far north of the State, as well as from rural, suburban and 
metropolitan areas. They gave more than one thousand man-hours 
to the Project and achieved a remarkable meeting attendance 
record exceeding 87 percent. , 

Free interaction and absence of parochial interests w,a,.s 
the norm at every meeting. Traditivnal barriers to communica
tion w~re at no time in evidence. This resulted in a signi
ficant example of what can b0 accomplished by professionals 
when given the resources and reason to act on behalf of their 
profess ion. 

THE PROCESS 

The Committee and Sub-Committee members began their work 
with a joint meeting in Springfield, Illinois in October, 1976. 
At this meeting they made the primary decisions relating to 
the methodology to be utilized in fulfilling their mission. ' 

They determined that the Report should include statements 
which represented a concensus position of the Committee rather 
than strive for the unrealistic goal of total unanimity on each 
issue. Consequently, they decided that only those standards 
which received an affirmative vo'te from at least eight of the 
fifteen Committee members would be included in the Report. As 
a matter of record, they achieved unanimous approval of more 
than 95 percent of the included Standards and Recommendations! 

In addition to their own expertise, the Committee and 
Sub-Committee members had a wealth of excellent published 
material from which they drew extensively. Among those works 
utilized in the preparation of the Report were: 

1. The National Advisory Commission on Criminal Justice 
Standards and Goals Report, Police. 

2. The International Association of Chiefs of Police 
work, A Comparative Analysis of the ABA Standards 
Relating to the Urban Police Function with the Report 
on the Police by the National Advisory Commission on 
Standards and Goals. 

3. The International Asiociation of Chiefs 'of Police 
report, The Pollce Chief Executive Report. 

4. The National 'Advisory Commission on Criminal Justice 
Standards and Goals, Private Security Task Force 
Report. 

Copies of these works were distributed to all Committee 
and Sub-Committee members. Sub-Committees, chaired by a Com
mittee member, reviewed this material for standards applicable 
to Illinois. The Sub-Committees were chaired by a Committee 
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member to insure effective communication. Where issues and 
concerns unique to the State were recognized, the Sub
Committees did not hesitate in addressing them through Standard 
or Recommendation statements. 

The Committee examined 158 potential Standards and/or 
Recommendations. Over the course of their deliberations, 26 
Standards and/or Recommendations were deleted as not appli
cable to Illinois or were combined with another statement. 
In the end, the Committee had approved 132 Standards and/or 
Recommendations. 

A genuine respect for and appreciation of the quality 
of the source documents resulted from the members scrutiny 
of these documents. Consequently, staff was directed to 
include excerpts from the source documents in this Report 
when the excerpts reflected or expressed the opinions and 
positions of the members. Where source document material was 
nonexistent or where it was inadequate to fully clarify and 
express the purpose and scope of the statement, Illinois 
Commentary was developed. In addition to demonstrating the 
bond of Illinois Law Enforcement practitioners with the over
all profession, this decision reliev(d staff of the responsi
bility for "re-inventing the wheel". 

THE PRODUCT 

The Report is intended to serve as a practical, functional 
and reliable guide for those who have a responsibility for 
serving the people of Illinois through all aspects of police 
service. It can be utilized by police chief executives, govern
mental administrators, legislators and police practitioners at 
all levels. A familiarity with its contents can assist citizens 
in working with their own agencies toward crime reduction and 
safer communities. 

As a working document, the Report is presented as a series 
of individual statements, which can be removed from the Report 
in their entirety to insure flexibility in the use of the Report. 
In addition to operational flexibility, this design feature also 
permits the inclusion or deletion of material as the Report 
undergoes future amendment or expansion. 

It was the expressed opinion of the Project members that 
the Report should be reviewed and updated at least every 5 
years to insure that it retained its integrity as a contemporary 
operational document. 

Readers of the Report should understand clearly that its 
authors have not usurped the prerogatives of their colleagues 
by providing a series of rigid, unassailable and unalterable 
directives. Rather, they have produced a unique meld of pro
fessional tools. 

The impact of this Report on the safety of the people of 
Illinois will be measured by the number of hands which grasp 
and apply these tools in fashioning the quality of our future 
pol.ice se rvice. 
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Considered in its entirety, the Report emphasizes that a 
primary ingredient of effective police service is the informed 
and active support of the police by the citizens they serve. 
If the hands which grasp these tools are those of the citizen 
and the police chief executive, joined in common purpose with 
legislators and representatives of the entire Criminal Justice 
System, the primary goal of this Report will have been achieved. 
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CHAPTER 1 
THE POLICE ROLE 





ILLINOIS STANDARD 1.1 

THE POLICE FUNCTION 

Every police chief executive immediately should develop 
written policy, based on policies of the governing body that 
provides formal authority for the police function, and should 
set forth the objectives and priorities that will guide the 
agency's delivery of police services. Agency policy should 
articulate the role of the agency in the protection of consti
tutional guarantees, the enforcement of the law, and the 
provision of services necessary to reduce crime, to maintain 
public order, and to respond to the needs of the community. 

1. Every police chief executive should acknowledge that 
the basic purpose of the police is the maintenance of public 
order and the control of conduct legislatively defined as 
crime. The basic purpose may not limit the police role, but 
should be central to its full definition. 

2. Every police chief executive should identify those 
crimes on which police resources will be concentrated. In the 
allocation of resources, those crimes that are most serious, 
stimulate the greatest fear, and cause the greatest economic 
losses should be afforded the highest priority. 

3. Every police chief executive should recognize that 
some government services that are not essentially a police 
function are, under some circumstances, appropriately performed 
by the police. Such services include those provided in the 
interest of effective government or in response to established 
community needs. A chief executive: 

a. Should determine if the service to be provided 
has a relationship to the bbjectives established by the 
police agency. If not, the chief executive should 
resist that service becoming a duty of the agency; 

b. Should determine the budgetary cost of the 
service; and 

c. Should inform the public and its representatives 
of the projected effect that provision of" the service by 
the police will have on the ability of the agency to 
continue the present level of enforcement services. 

d. If the service must be provided by the police 
agency, it should be placed tn perspective with all other 
agency services and it should be considered when estab
lishing priorities for the delivery of all police services. 

e. The service should be made a part of the agency's 
police role until such time as it is no longer necessary 
for the police agency to perform the service. 
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4. In connection with the preparation of their budgets, all 
police agencies should study and revise annually the objectives 
and priorities which have been established for the enforcement 
of laws and the delivery of services. 

5. Every police agency should determine the scope and avail
ability of other government services and public and private social 
services, and develop its ability to make effective referrals to 
those services. 

6. Writt~n policies developed by the police chief executive 
relatlng to the police function should be distributed to all 
employees of the agency and made available to the public. 

NAC COMMENTARY EXCERPTS 

If the overall purposes of the police service in America 
were narrowed to a single objective, that objective would be to 
preserve the peace in a manner consistent with the freedoms 
secured by the Constitution. The police alone do not bear the 
responsibility for preserving a peaceful society; that responsi
bility is shared by each element of society--each person, each 
institution, and each area of government. However, because . 
crime is an immediate threat to the order of all communities, the 
police exist to overcome that threat and to reduce the fear of it. 

Maintaining order requires far more than making arrests for 

ei 

violations of the law. The police must deal with many situations ~ 
where, although a crime may not have been committed, the safety .., 
and order of a community may be threatened. Conflicts between 
individuals, the failures of other municipal or social services, 
accidents, and natural disasters are among the many events that 
can threaten a community. 

The degree to which society achieves public order through 
police action depends on the price that its members are willing 
to pay. That price is measured, generally, in tax levies and 
the surrender of certain liberties. For example, if the people 
w~re willing to live in a totalitarian state where the police 
had unlimited resources and power, they might find their parks 
always safe to walk in but impossible to enjoy. Obviously, a 
balance must be struck that permits enough freedom to enjoy 
what is secured by sacrificing unlimited freedom. The balance 
must be determined by the people if a productive relationship 
with their police is to be achieved. 

Because the responsibility for law enforcement and the 
provision of police services to meet local needs are properly 
borne by local government, it would be unrealistic to establish 
rigid priorities for all police agencies in the United States. 
Priorities regarding the police role are largely established by 
the community the police agency serves. 
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Once established, an agency's police role should be put 
in writing so that police e~ployees have a model, and members 
of the public have a standard by which to measure police per
formance, 

Such ordinary police duties as taking suspected law 
violators into custody, investigating reported crimes, and using 
force when necessary are sanctioned by statute and by public 
opinion. However, when the police seek out unreported crime 
and deter its commission, or become involved in conflicts 
when no crime has been committed, citizens may disagree about 
what police activities are proper and necessary. 

Most police agencies routinely deploy officers on con
spicuous and irregular patrol to create an impression of police 
omnipresence and to discover crimes in progress. Certain public 
or street crimes may be deterred by the threat of immediate 
apprehension. Officers on patrol do happen upon robberies, 
burglaries, and other crimes in progress. Even the most in
tensive patrol, however, can do little to suppress crimes 
committed out of anger, by the mentally ill, or in private 
homes. 

Patrolling officers observe and attempt to correct con
ditions that provide an opportunity for crime. In ord6r to 
preserve the peace and to prevent crime, they regularly question 
persons behaving suspiciously even if there may not be legal 
cause to make an arrest. These inquiries frequently lead to 
arrests for outstanding warrants, possession of narcotics or 
concealed weapons, burglary, robbery, and other serious crimes. 
They also may lead to the recovery of ~tolen property. In 
addition, written reports of the contact may result in a sub
sequent arrest by placing the subject in the area of a reported 
crime and by providing descriptive data leading to his identifi
cation. 

The true effectiveness of police patrol as a crime 
deterrent is difficult to gage. However, if patrols are con
ducted infrequently because of insufficient manpower, or if 
patrols are poorly deployed, whatever deterrent effect they 
may have is greatly diminished. 

The police are frequently called upon to intervene in 
conflicts that, if unresolved, could result in crime. Such 
situations commonly include family, landlord-tenant, and 
businessman-customer disputes; control of unruly crowds; and 
quieting of loud parties. 

Legal authority for police intervention is based upon their 
power to arrest for disturbing the peace or for disorderly con
duct. Their effectiveness in restoring peace, however, frequently 
rests on their acceptance by the public as a neutral stabilizing 
influence or on the participants' belief that the police have 
more authority than they actually have. 
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The suggestion that a husband leave home for the night, 
that a landlord allow the removal of a tenant's furniture, or 
that a stereo be turned down is generally based more upon police 
experience than legal authority. However, mere police pre
sence generally results in at least a temporary reduction in 
the possibility of crime. In addition, arrests are sometimes 
made for crimes committ~d prior to officers' arrival, or in 
their presence while attempting to mediate the situation. 

The large-scale riots in major cities during the last 10 
years have accentuated the role of the police in quelling civil 
disorders. The police have learned that these civil disorders 
are not restricted to large urban areas. Although the military 
or National Guard may be called in to support the police, 
original responsibility for suppressing civil disorder remains 
with the police, who must deal with those arrested as law 
violators. 

Concern for the constitutional rights of accused persons 
processed by the police has tended to obscure the fact that the 
police have an affirmative obligation to protect all persons 
in the free exercise of their rights. The police must provide 
safety for persons exercising their constitutional right to 
assemble, to speak freely, and to petition for redress of their 
grievances. 

Any definition of the police Tole must acknowledge that 
the Constitution imposes restrictions on the power of legi~la
tures to prohibit protected conduct, and to some extent defines 
the limits of police authority in the enforcement of established 
laws. 

The basic purpose of the police in any given jurisdiction 
is determined to a large extent by State and local law. Because 
there are innumerable Federal, State, and local statutes and 
ordinances to be enforced, and limited police resources to en
force them, full enforcement of all laws is not possible. 
Furthermore, it is not altogether certain that full enforcement, 
if possible, would be consistent with either legislative intent 
or the desires of those for whose benefit laws are enacted. 
That the police exercise discretion is well recognized, and that 
the police do not and cannot enforce all the laws all the time 
is implicit in a definition of the basic purpose of the police. 

Police administrators must make the difficult determina
tion of which reported crimes will be actively investigated and 
to what extent, and which unreported crimes will be sought out 
and to what degree. A determination must be made as to whether 
a reported theft warrants the same investigative resources as 
a crime of violence. Police must also assess the extent to 
which police resources should be used to suppress gambling, 
prostitution, and liquor law violations. 

The law provides only general guidance. In their sterile 
statutory form, laws define crimes; classify them as felonies 
or misdemeanors; and assess penalties for them. But the law 
does not provide sufficient criteria to guide enforcement 
resource allocation, particularly at the local level. 
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In determining enforcement policies and priorities~ police 
agencies should identify and direct primary attention to those 
crimes which are "serious": those that stimulate the greatest 
fear and cause the greatest economic losses. Beyond that, 
police agencies should be guided by the law, collective police 
experience, the needs and expectations of the community, and 
the availability of resources. 

The role of the police has expanded greatly as society 
has become more complex. Many and varied demands have been 
made upon the police because of their unique authority. Dealing 
with alcoholics and the mentally ill, providing ambulance service, 
handling stray animals, and controlling vehicular and pedestrian 
traffic are but a few examples. 

Because police are usually the only government representa
tives available around-the-clock, and because they have investi
gative resources and the authority to use force, the police are 
frequently called upon to perform municipal services that could 
more appropriately be performed by another agency of government. 
However, particularly in small cities and towns, the police are 
used to accomplish municipal objectives that could not otherwise 
be performed efficiently. 

The police role must be determined at the local level by 
the police chief executive. He should state policy assuring that 
the objectives, priorities, policies, and practices adopted by 
the agency are consistent with the law, the needs of local 
government, and the public. This policy will guide the opera
tional decisionmaking of the police under his command. 

The concept of a flexible police role, adjustable to local 
conditions, does not require police agencies to accept submis
sively the imposition of duties basically unrelated to their 
essential purpose. On the contrary, effective and efficient 
police management requires that police agencies restrict them
selves as far as possible to the provision of services that 
directly or indirectly serve to achieve their basic objective 
of preserving the peace and protecting constitutional guarantees. 

Thus, while it may be appropriate in certain instances for 
a police agency to perform a nonpolice function, such as provid
ing ambulance service or collecting stray animals, it must be 
undertaken only after a full public examination of its effect 
on other ~nd more basic services provided by the agency. 

When a proposal is made that a police agency provide 
a service not directly related to its essential purpose, the 
chief executive should determine whether provision of the service 
would serve indirectly to achieve agency objectives. If so, 
he should determine if the resources necessary might be used more 
benefically to expand existing programs or in some alternative 
program that achieves a similar objective. 
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If the proposed sery~ce does not relate directly or in
directly to the police agency's objectives, the chief executive 
should resist efforts to make it the agency1s responsibility. 
In so doing, he should determine the budgetary cost of the 
service and the projected effect the provision of the service 
would have on the ability of the agency to continue its present 
level of service. He should then inform the public and legis
lative representatives of his findings and of any suggested 
alte:rnatives. 

If it is legislatively determined that a police agency is 
to provide a service, it should become a specific budgetary 
item, and resources necessary for its delivery should be 
detailed. 

The service should be placed into perspective with all 
other services provided by the police agency, and considered 
as part of the local police role in determining objectives and 
priorities for the delivery of all police services. 

Once the police Tole has been established in a particular 
jurisdiction, there should be a regular review of it. As soon 
as the necessity for providing a nonenforcement and nonpreven~ 
tive service is removed, there is no longer a duty to provide 
it. As a city grows in size, a newly organized municipal agency 
might feasibly take over certain duties which have been per
formed by the police. As other municipal agencies expand to 
provide 24-hour service, they may claim functions temporarily 
performed by the police. 

The nature of their duties regularly exposes police to 
circumstances of deteriorating social, psychological, and 
economic conditions. Under these conditions police frequently 
observe people in need of help that is customarily provided by 
some other community agency. Prompt and effective assistance 
for persons in need helps create public trust in government. 
To the extent that the police facilitate the delivery of 
community services, they develop good will and their tasks are 
performed more easily and effectively. 

Police agencies routinely refer people in need of help 
to the agency providing the assistance. The police regularly 
notify juvenile and probation agencies of unfit horne conditions 
or remove the children from such surroundings. Medical or psy
chiatric attention for chronic alcoholics, drug addicts, suici~ 
dal persons, or others who are no longer capable of caring for 
themselves, frequently results from their being taken into 
custody by the police. 

A number of police agencies have undertaken a more direct 
role in seeking solutions to problems that are the concern of 
other departments of municipal government or of social support 
agencies. For example, the police in some cities operate 
storefront offices or deploy community se'fvice officers to 
receive and channel complaints and requests for government or 
social services, and to serve as a means of communicating with 
the public. 
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The extent to which police agencies engage in such 
referral services should be determined by local conditions. 
However, the indirect effect of such programs upon the achieve
ment of agency objectives should be weighted against the com
munity's need for crime prevention services, and a balance 
struck to most effectively serve both needs. 

Every police agency telephone communications facility 
should be able to transfer calls for community service assistance 
to the proper agency, or to inform the caller how to cOntact the 
appropriate agency. 

ILLINOIS COMMENTARY 

Modern managentent techniques emphasize the importance 
of written policies in providing effective direction to an 
organization. Written policies provide the framework for 
stable overall operations as well as daily decisionmaking. 
Furthermore, they serve to clarify the role of the organization 
in the eyes of the public. 

Central to the formulation of policy is a clear ~tatement 
of organizational purpose. One example of the police function 
is set forth in Municipal Police Administration: "The police 
function, succinctly staten, is maintenance of social order 
within carefully prescribed ethical and constitutional restric
tions." It is against such a backdrop that the police chief 
executive should 0.evelop policies to guide his agency. 

Historically, in America, the citizen grants authority 
and provides direction to the police through appropriate gover.n~ 
mental and legislative processes. Although general guidelines 
for police performance exist at the federal and state levels, 
the success of police policies is related directly ~nd inseparably 
to the needs of the community. Therefore, police pulicy should 
be established locally by the police chief executive. A 
methodology, based on a chart in the President's Commission on 
Law Enforcement and Administration of Justice, Task Force 
Report: The Police~ might be used as a guide in developing 
agency policies that adequately reflect both constitutional and 
community concerns: 

Formulation and Execution of Police Policy. 

Identification of need for policy as determined by: 
Court decisions, citizen complaints, new legislation, 
analysis of crime and social problems, analysis of 
existing field practices. 

1. Decision to form or review pOlicy. 

2. Formulate ideas and turn them over to others for 
review. 

3. Consider the opinion of those consulted. 
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4. Go outside the agency for feedback on contemplated 
pOlicy. 

S. Formulation of policy by the police chief executive. 

6. Reduce policy to writing and distribute it to the 
appropriate persons. 

7. Execution of policy by field personnel controlled 
through supervision and inspection. 

8. Evaluation of policy based upon: Court decision, new 
legislation, citizen complaints, analysis of crime 
and social problems, analysis of existing field 
practices. 

Once formulated, policies serve as community signposts 
indicating where agency activities, resources, and efforts will 
be directed. Gener&lly, emphasis should be given to those areas 
of crime, suppression and safety, and prevention activities that 
are of greatest immediate citizen concern. However, in drafting 
policy, the police chief executive should also look ahead to 
define and cope with future demands and changing societal con
cerns. 

The police chief executive should acknowledge the fact 
that police activities are affected by shifting public attitudes 
and morals, as witnessed, for example, in situations concerning 
marijuana laws and juvenile delinquents. In the first instance, 
many police chief executives have seen a shift from community 
demands for rigid enforcement of all drug-related statutes and 
ordinances to lesser enforcement concern for individual drug 
users who possess minimal amounts of marijuana. A more drastic 
change has been evidenced in public attitudes regarding police 
handling of juveniles. In Illinois, until the late 1950's and 
early 1960's, the police were expected to act as surrogate 
fathers to youth in trouble with the law. Supreme Court decisions 
in the 1960's altered this rOle'to 0ne of near adversary in which 
the juvenile is often treated in a manner similiar to adults. 

Because contemporary society has effected broadened expec
tations of the police role and because community attitudes toward 
crime are subject to changing values and needs, the police chief 
executive should review established departmental policies on a 
ree;}lar basis. Policies should be continually modified and re
vised to adequately meet the needs of the people the police 
system serves. 
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ILLINOIS STANDARD 1.2 

LIMITS OF AUTHORITY 

Every police chief executive immediately should establish 
and disseminate to the public and to every agency employee 
written policy acknowledging that police effectiveness depends 
upon public approval and acceptance of police authority. This 
policy at least: 

1. Should acknowledge that the limits of police authority 
are strictly prescribed by law and that there can be no situa
tion which justifies extralegal police practices; 

2. Should acknowledge that there are times when reasonable 
force must be used in the performance of police tasks, but that 
there can be no situation which justifies the use of unreason
able force. The measure of reasonable force should be based 
upon an evaluation of the facts and information available to 
the officer at the time he was required to use such force; 

3. Should acknowledge that in their' exercise of authority 
the police must be accountable to the community by providing 
formal procedures for receiving both commendations and complaints 
from the public regarding individual officer performance. These 
procedures at least should stipulate that: 

a. There will be appropriate publicity to inform the 
public that complaints and commendations will be received 
and acted upon by the police agency; 

b. Every person who commends the performance of an 
individual officer in writing will receive a personal 
letter of acknowledgment; and 

c. Every allegation of misconduct will be investi
gated fully and impartially by the police agency, and 
the results made known to the complainant or the alleged 
victim of police misconduct and to the accused officer(s}. 

4. Should provide for immediate adoption of formal pro
cedures to respond to complaints, suggestions, and requests 
regarding police services and formulation of policies. TheGe 
procedures at least should stipulate that: 

a. There will be appropriate notice to the public 
acknowledging that the police agency desires community 
input; and 

b. Public input should be utilized in the development 
of formal procedures as well as in the policies that 
result from their establishment; and 

c. Periodic public surveys will be made to elicit 
evaluations of police service and to determine the law 
enforcement needs and expectations of the community. 
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NAC COMMENTARY EXCERPTS 

As the most visible symbol of the law, police officers 
must conduct themselves in a manner that inspires respect for 
the law. To be worthy of public trust, police authority must 
be exercised in a manner consistent with the highest principles 
of a free society. 

Formal police authority is based primarily upon statutory 
law that gives police the power to arrest. The authority to 
conduct investigations and the guidelines for determining 
sufficiency of legal cause to make arrests are primarily based 
upon court decisions in matters where the statutory power was 
exercised. This combination of ~tatutes and court decisions 
establishes the limits of police authority. There is no law
ful basis for police action outside those limits. 

Although it may seem expedient to do so, police must not 
circumvent procedural constraints laid down by the law or take 
extralegal action ever to .restore peace to the community. To 
do so is to encourage disrespect for the law and for all those 
who enforce it. Police circumvention of the law also delays 
necessary legal changes that would provide the police with the 
authority to maintain public order through the rule of law. 

Police authority to use force in securing compliance 
with the law is basic to their role in maintaining public order. 
Indeed, the police are often viewed as the primary coercive 
force in society. This awesome, but essential, authority 
carries with it a responsibility to use only reasonable physical 
force necessary on any particular occasion to achieve a lawful 
objective. 

Police exercise their authority to use force most fre
quently when making arrests. Force, however, may also be 
required in other situations such as suppressing civil dis
orders or subduing mentally ill persons. The potential conse
quences of the use of force demand that it be exercised with 
the greatest discretion; however, other than the broad language 
of a~thorizing statutes and occasional imprecise court decisions, 
police officers receive little guidance regarding the manner or 
amount of force they are to use. For example, police in most 
jurisdictions are empowered by statute to kill fleeing felons 
irrespective of the actual danger that a suspect may pose to 
the officer or others. Some jurisdictions have attempted to 
limit the use of deadly force, but their guidelines are fre
quently ambiguous and equivocal. Every police agency should 
define situations in which force is permitted, establish a 
range of alternatives to its use, and restrict it to the min
imum amount necessary to achieve lawful police objectives. 

The nature of authority is such that it must be accom
panied by accountability that insures that its exercise is con· 
sistent with the limits defined in its original creation. In 
their exercise of authority, the police are accountable in 
three basic ways: they are directly r'esponsible to governing 
bodies that provide their formal bar.is of authority; their 
exercise of authority is subject tG judicial review in civil 
damage cases arising out of poliGd misc0nduct, by courts re
fusing to admit illegally acquin~d evidence in criminal trials, 
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or through criminal prosectuion of offending officers; and finally, 
the unique relationship between the people and the police requires 
that the police be answerable to the public if their authority is 
to be respected and accepted by the peopl.e. This is most often 
accomplished through internal discipline resulting from fair and 
objective investigation of complaints from the public. 

The law enforcement task must be performed by individuals 
capable of rapid decisionmaking and swift action in a wide variety 
of complex situations. Whether a policeman takes action in a 
particular situation depends largely on his confidence in the 
people empowered to judge his decisions and actions and to punish 
or reward him accordingly. If he lacks confidence in the system 
of accountability, he is likely to conclude that the personal or 
professional harm he may incur in ta"king any action outweighs 
the benefits that might result frum it. . 

Much police work necessarily is performed without close 
supervision. Members of the public can assist police agencies 
in the evaluation of individual officer performance. Letters 
commending outstanding performance by officers, or complaining 
of police misconduct, are examples of valuable public assistance 
in police management. Such community involvement assists police 
administrators and does much to reinforce the close ties between 
the public and their police. This sort of community involvement, 
however, depends on public awareness of common acceptable police 
practices and the limits of police authority. Furthermore, it 
depends on visible agency response to valuable public contribu
tions. 

Programs to involve the public in reporting observations 
of police actions should be established through written policy 
setting out the philosophy and principles upon which those pro
grams are based. Procedures and guidelines for implementation of 
these programs should also be written and published. The public 
should be info~med that their commendations and complaints will 
be received and acted upon by their police agency. 

The effectiveness of such programs depends on police 
agencies' commitment to take action on information received. It 
is important that each person who commends the performance of an 
individual officer in writing receive a letter of acknowledgment; 
that every allegation of misconduct is fully and impartially in
vestigated by the police agency; and that the results are made 
known to the complainant. It is equally important, from a 
training standpoint, that officers are rewarded or punished as 
a result of conduct made known by such reports. 

Voluntary compliance with the law, and acceptance of police 
practices, depend on public belief in the principle that the 
public shares responsibility for both enactment and enforcement 
of the law. 

In defining the objectives, priorities, and policies that 
govern delivery of police services, a police chief executive must 
have adequate information about the needs and expectations of his 
community. He should adopt specific programs for direct public 
involvement in the formulation of basic objectives and priorities 
governing the delivery of police service. Additionally, he must 
develop methods for measuring h~s agency's effectiveness in de
livering those services. 
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Police agencies traditionally have relied upon crime 
and arrest statistics--such as those published annually by 
the FBI--to measure their effectiveness. However, it has been 
estimated that from one-half to three-fourths of police time is 
spent providing nonenforcement services. Because the delivery 
of those services constitutes a significant part of the pro
viding agency's police role, appropriate quality control measures 
should be developed to determine agency effectiveness in respond
ing to total community needs and expectations. 

ILLINOIS COMMENTARY 

Every Illinois police chief executive should emphasize 
by means of written policy his agency's recognition of the 
limits of police authority. Such policy should acknowledge that 
police authority is firmly set in the United States Constitution, 
the Constitution of the State of Illinois, and the local statutes 
and/or ordinances each officer has sworn to uphold. Copies of 
the written policy should be disseminated to every member of 
the police agency and should be available to the public on 
request. 

By articulating clear, written adherence to the legal 
limitations of police authority, the police chief executive 
erases any doubt the individual officer under his command may 
have as to what constitutes acceptable action. Moreover, such 
written policy clearly defines the limits of police authority in 
the eyes of the public. The community has the assurance that 4It 
their police agency recognizes, understands, and accepts its 
authority as stemming from the people of Illinois and the United 
States and that the individual officer will be held accountable 
to them for each exercise of. authority. 

Statement of police authority should be an integral part 
of every police agency's comprehensive policy. The following 
checklist is presented to aid police chief executives in draft
ing written policy on the limits of authority. If written policy 
already exists, it may be used for comparison purposes. 

LIMIT TO POLICE AUTHORITY 
CHECKLIST 

I. Preamble: 
A. Recognition of orIgIn of powers. 
B. Statement of intent to adhere. 
C. Statement of trust and bond between the agency 

and its citizens. 

II. Sources of Authority: 
A. United States Constitution. 
B. Illinois Constitution. 
C. Ordinances or Statutes. 
D. Court decisions. 

III. Direction to Agency: 
A. Statement of police chief executive responsibility. 
B. Employee directive to adhere. 
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The language of the written policy should be equated to 
the impact of the issue addressed. The use of positive termin
ology is encouraged; negative or restrictive statements may be 
subject to misinterpretation. This is parti~ularly true in 
reference to the use of police force. 

In addition to providing clear directive to the individual 
police officer, the existenc~ of written policy provides a 
measure of protection for the officer in the exercise of his 
authority. In cases where misconduct charges stem from a legi
timate police activity, for instance, the police officer involved 
is often subject to harsh criticism from reviewing bodies who 
have the benefit of after-the-fact information. Written policy 
will provide support for the officer involved in such situations 
provided his actions were within the bounds set by the policy. 
For many Illinois police departments, this is a step forward. 
These aspects distinguish American policing from its non-demo
cratic counterpart. Agency failure in this area will result 
in the loss of citizen trust and respect essential to effective 
delivery of police services. 

Finally, emphasis should be given to the very Teal need 
for a means of public input on policies and procedures of the 
serving agency, a theme repeated throughout this Report. In 
the preparation of policies and procedures, the police chief 
executive must recognize he is performing a staff function to 
reflect the direction indicated by his supervisors--the public. 
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ILLINOIS STANDARD 1.3 

POLICE DISCRETION 

Every police agency should acknowledge the existence of 
a broad range of administrative and operational discretion that 
is exercised by all police agencies and individual officers. 
That acknowledgment should take the form of comprehensive 
policy statements that establish the limits of discretion, 
that provide contemporary guidelines for its exercise within 
those limits, and that eliminate discriminatory enforcement of 
the law. 

1. Every police chief executive should have the authori ty 
to establish his agency's fundamental objectives and priurities 
and to implement them through discretionary allocation and con
trol of agency resources. In the exercise of his authority, 
every chief executive: 

a. Should seek specific statutory, charter or ordinance 
authority to exercise his discretion in allocating police 
resources and in establishing his agencY's fundamental 
objectives and priorities; 

b. Should review all existing criminal statutes, 
determine the ability of the agency to enforce these 
statutes effectively, and advise the legislature of the 
statutes' practicality from an enforcement standpoint; 
and 

co Should advise all legislative bodies of the practi
cality of each proposed criminal statute or ordinance 
from an enforcement standpoint, and the impact of such 
proposed statutes or ordinances on the ability of the 
agency to maintain the existing level of police services. 

2. Every police chief executive should establish policy 
that guides the exercise of discretion by police personnel in 
using arrest alternatives. This policy: 

a. Should establish the limits of discretion by 
specifically identifying, insofar as possible, situations 
calling for the use of alternatives to continued physical 
custody; 

b. Should establish criteria for the selection of 
appropriate enforcement alternatives; 

c. Should require enforcement action to be taken in 
all situations where all elements of a crime are present 
and all policy criteria are satisfied; 

d. Should be jurisdictionwide in both scope and 
application; and 

e. Specifically should exclude offender lack of 
cooperation, or disrespect toward police personnel, as 
a factor in arrest determination unless such conduct 
constitutes a separate crime. 
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3. Every police chief executive should establish policy 
that limits the exercise of discretion by police personnel in 
conducting investigations, and that provides guidelines for 
the exercise of discretion within those limits. This policy: 

a. Should be based on codified laws, judicial decisions, 
public policy and police e~perience in investigating 
criminal conduct; 

b. Should identify situations where there can be no 
. investigative discretion; 

c. Should establish guidelines for situations requiring 
the exercise of investigative discretion. 

4. Every police chief executive should establish policy 
that governs the exercise of discretion by police personnel in 
providing routine peacekeeping and other police services that, 
because of their frequent recurrence, lend themselves to the 
development of a uniform agency response. 

5. Every police chief executive should formalize procedure 
for developing and implementing the foregoing written agency 
policy. 

6. Every police chief executive immediately should adopt 
inspection and control procedures to insure that officers exercise 
their discretion in a manner consistent with agency policy. 

NAC COMMENTARY EXCERPTS 

The police in the United States exercise considerable 
discretion. The decisions they make largely define the limits 
of the criminal justice process and have a profound effect upon 
the overall administration of justice, particularly upon indivi
duals. Police discretion is paradoxical. It appears to flout 
legal commands, yet it is necessary because of limited police 
resources, the ambiguity and b~eadth of criminal statutes, the 
informal expectations of legislatures, and the often conflicting 
demands of the public. The police are professional decision
makers who exercise discretion in resolving conflicts that 
threaten public order. 

Many police administrators believe that an open acknow
ledgment that all laws are not inflexibly enforced in all sit
uations would be tantamount to admitting that police agencies 
are shirking their duty--that they are ignoring the rule of law. 

The police have received little direction to the contrary 
from either legislatures or the judiciary. Statutes defining 
police authority to arrest are couched in mandatory rather than 
discretionary terms in all but a few States. Judicial decisions, 
in cases where police discretion has been an issue, have been 
confined generally to the immediate facts of the case> and except 
for occasional imprecise dicta, have ignored larger policy con
siderations rega.rding police law enforcement administration. 
Cases involving such issues as the interrogation of suspects, 
police lineups, and search and seizure of evidence, frequently 
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result in decisions in which police needs are not fully considered. 
Yet they are expected to be guidelines for police activities. 

Although many police agencies have developed operational and 
procedural manuals, these manuals are generally limited to non~ 
controversial or mechanical aspects of the police task. It is 
primarily through the allocation of resources and informal poli
cies that most police agencies establish enforcement and service 
objectives, and priorities. 

Such informal objectives and priorities improve police 
effectiveness, but they do little to guide individual officers 
in making the difficult daily decisions required of them. 

Through his decision to search, to arrest, or to do nothing, 
an officer has a profound influence upon the lives of those with 
whom he has official contact. Yet the guidelines he must rely 
on to make those decisions are largely developed not by his 
agency but by a judge far removed from the immediate situation. 

Although policemen are not lawyers, they are held accoun
table for complete knowledge of the law of criminal procedure. 
If they fail to understand or properly apply the legal principles 
enunciated in myriad appellate court decisions, cases are dis
missed and criminal justice resources are wasted. Worst of all, 
police officers may never know why cases are dismissed; they 
often receive no direction to avoid future errors. This situa
tion was recently acknowledged by Chief Justice Warren Burger, 
who stated in his dissenting opinion in Bivens v. Six Unknow"; 
Named Agents of Federal Bureau of Narcotics, 403 U. S. 388, ,'J.7 
(1971), "Policemen do not have the time, inclination, or train-
ing to read and grasp the nuances of the appellate opinions that 
ultimately define the standards of conduct they are to follow." 

Courts generally are more concerned with the right of 
individual defendants than with the effect their decisions will 
have on law enforcement operations. While those decisions in the 
aggregate may define the limits of police authority, they are 
rarely structured to provide significant guidance to officers in 
the infinite variety of complex situations that might in some 
way be affected by a particular court decision. 

Police agencies should analyze court decisions and trans
late them into policy statements that define police authority 
and provide guidelines for the exercise of discretion. By 
establishing such guidelines, police agencies provide for uni
formity of decisions and action, and eliminate unnecessary dis
cretion. 

If police agencies fail to establish pOlicy guidelines, 
officers are forced to establish their own policy based on 
their understanding of the law and perception of the police role. 
Errors in judgment may be an inherent risk in the exercise of 
discretion, but such errOl'S can be minimi zed by defin i ti ve poli
eies that clearly establish limits of discretion. 

The task of the police chief executive is one of the most 
difficult in society. He must not only use limited resources to 
deal with increasing crime, but he must do so within budgetary, 
organizational, and legal constraints that limit his discretion 
in establishing obje6~ives and priorities. 
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While it would be desirable to have the criminal law 
clearly express effective and enforceable limits of conduct, the 
fact that it does not always do so requires the police to estab
lish enforcement policies that provide some clarification to the 
meaning of the law. As long as those policies are openly adopted, 
reduced to writing, and applied in a nondiscriminatory manner, 
the public and governing bodies are assured that the law enforce
ment is being administered properly by the police. 

There are also many laws in the code books that are no 
longer enforced. In those cases, a decision to arrest after a 
long period of enforcement inactivity could be viewed as an abuse 
of discretion and could raise constitutional questions. Further
more, unenforced yet frequently violated laws may create disrespect 
for all law. Police agencies therefore should review all criminal 
laws and either enforce them or seek to have them rescinded. 

Review of Proposed Criminal Statutes. Police agencies have 
an interest in preventing enactment of criminal laws that, as a 
practical matter, are unenforceable or that will unduly deplete 
police resources. Police agencies should determine the impact 
that proposed criminal statutes and ordinances will have ~n police 
operations and should submit their recommendations to legislators. 

Arrest guidelines often have not been developed because 
of the difficulty in formulating policy or because the agency 
believes that unlimited discretion is preferable to stated policy. 

Unnecessary discretion should be eliminated, however, and 
appropriate control established to provide flexible guidance. 
To eliminate unnecessary discretion, police agencies should iden
tify situations where the individual officer's discretion to make 
physical arrests is restricted or eliminated. Alternatives to 
physical arrest might include citation, application for complaint, 
warning, or diversion to another agency. 

In determining discretion guidelines, it is important that 
situations as well as particular crimes be identified. For 
example, both drinking in public, and drunkenness short of in
capacity or in the absence of a disturbance, might be situations 
where discretion could be limited. Another example might be 
assault when the victim declines to prosecute. An arrest would 
be required in all other assaults where legal cause is present, 
but if the victim refuses to prosecute, an officer cannot make 
an arrest. Another situation where discretion might be limited 
involves crimes where the victim's interest in reimbursement may 
be greater than his desire to prosecute--for example, shoplifting J 

vandalism, and passing bad checks. 
Many statutes and ordinances are so ambiguous that addi

tional criteria should be established by policy to provide guidance 
for making arrests. Particularly in charges of disorderly conduct, 
disturbing the peace, or vagrancy, police agencies should look 
to case law add police experience in determining criteria on which 
to base arrests. 
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Arrest criteria may be particularly beneficial to an 
officer confronted with a person who, while making speech in a 
public park, may be foment:ag violence in his audience. Whether 
the officer should protect the first amendment rights of the 
speaker, disperse the crowd, arrest the speaker, or do nothing, L, 

is a policy decision that properly should be made in advance, 
not by him but by his agency. 

Once policy guidelines are established, they should be 
applied uniformly by all line operations personnel. If an 
arrest is made by a field policeman and it complies with agency 
policy, investigators should not thwart policy by failing to 
seek a criminal complaint. Once policy is uniformly applied 
throughout the police agency, prosecution policies and those of 
police agencies can be coordinated at the administrative level 0 

rather than handled case-by-case by operational personnel. 
Policies for situations requiring application of alterna

tives to arrest should not be rigid. It must be recognized that 
policy involves nothing more than guidelines from which devia
tion may be justified. Any devia: )~ from nonarrest policy, 
however, should insure tha t the offi-. er who judges that an arrest 
would be in the public interest ob~din permission at the super
visory or command level. 

Policy should preclude a suspect's lack of cooperation or 
antagonistic attitude--short of the commission of a crime--from 
being a factor in arrest determination. If the conduct itself 
is sufficiently serious to constitute a crime, an arrest should 
be made. With juvenile offenders, attitude may properly be 
weighted in deciding whether to divert youths from the juvenile 
justice system. 

Once legal cause is established and policy criteria are 
satisfied, an officer should not have the discretionary authority 
to release the offender without charging him. Alternatives to 
phYSical arrest, such as issuing a summons or diversion under 
explicit guidelines, may be permitted. However, the officer 
should not be allowed arbitrarily to eXCUlpate individuals from 
the criminal justice process. 

Leniency is commonly used by the police to secure cooper
ation, as in "narcotic-buy" cases or in exchange for information, 
on grounds that not to prosecute will further the objective of 
public order. Such determinations should be a matter of agency 
policy and not left to the discretion of individual officers. 
In setting nonenforcement policy for such cases, police agencies 
must balance the benefits of the practice aga~~st the disrespect 
for the law that it might engender. 

To be acceptable constitutionally, any guidelines defining 
enforcement policy must be based upon rules that are nondiscrim
inatory and jurisdictionwide in application. If, for example, 
it is determined in a particular jurisdiction that rigid enforce
ment of a curfew law is contrary to the best interests of the 
community and the police agency, guideline~ should be written 
that define enforcement criteria. Officers then might be re
stricted from arresting a youth en route home from an organized 
activity, yet required to make arrests in situations where yduths 
congregate and cause disturbances. 
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ILLINOIS COMMENTARY 

Police discretion has been the subject of numerous books 
as well as a frequently recurring topic of professional papers. 
What sets police discretion apart is the constant endeavor for 
its fair and consistent application. To this end, a comprehen
sive policy should be developed so that all agency personnel 
are familiar with the types and perimeters of police discretion. 

The National Advisory Commission's Commentary on police 
discretion identified four types of discretion": executive, 
~onfrontation, investigative, and operational. All are exercised 
to varying degrees in Illinois police agencies. 

1. Executive Discretion - Executive discretion involves 
the latitude necessary for development and imple
mentation of agency objectives and priorities with 
regard to allocating agency resources; seeking legis
lative sanction for discretion; advising lawmakers 
of the agency's limitations to consistently enforce 
existent statutes, ordinances, etc.; and, finally, 
making known the police chief executive's opinion on 
pending legislation affecting law enforcement. 

2. Confrontation Discretion - Confrontation discretion 
applies to those situations where a violation of law 
is observen and the officer must act. His action may 
range from arrest and physical custody to alternatives 
predetermined by established departmental policy. 

3. Operational Discretion - Operational discretion refers 
to the latitude necessary to handle reoccurring non
criminal matters that come to the daily attention of 
the patrol element. 

4. Investigative Discretion - Investigative discretion 
is the most narrow and closely monitored area of 
discretion. Situations must be pre-identified in 
which no investigative discretion can be exercised. 
Discretion is limited primarily to those cases where 
the choice not to investigate can be made or a parti
cular method of investigation can be chosen. Due 
consideration to public feeling must be an integral 
part of this policy area. It is essential that the 
police chief executive periodically review certain 
cases in depth to assure that the policies and 
procedures on discretion are clearly understood and 
being properly implemented. 

It should be mentioned that while discretion can be used 
liberally in ordinance enforcement governing non-criminal matters, 
Illinois police chief executives clearly articulated that di~cre
ti.on had little or no place in the enforcement of criminal offense 
statutes or in dealing with repeat criminal offenders. 
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Some police chief executives tend to resist written 
policy development for police discretion in the belief that they 
may be giving up a degree of operational freedom. The opposite 
is true. The individual officer, in the absence of guidelines, 
may hesitate to act or may act with undue restraint because he 
is uncertain how his actions will be interpreted by superior 
officers. The police chief executive has a responsibility to 
support the actions of his officers. His suppor~ can be aggres
sive and unswerving when it is clear that the officer acted 
within the written perimeters of discretion. Where no written 
policies eXist, the police chief executive has no less a 
responsibility to his officers; without the written guidance of 
such policies, however, support may be exercised more cautiously. 
As one chief stated in a Sub-Committee discussion, "one of the 
fatal flaws of unwritten policy is that the guy on the bottom 
gets stuck every time." 
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ILLINOIS STANDARD 1.4 

COMMUNICATING WITH THE PUBLIC 

Every police agency should recognize that the effective
ness of that agency is in direct proportion to the respect and 
support it receives from the public it serves. Every police 
agency, therefore, should recognize the importance of bilateral 
communication with the.pub1ic' and should constantly seek to 
improve its ability to determine the needs and expectations of 
the public, to act upon those needs and expectations, and to 
inform the public of the resulting policies developed to improve 
delivery of police services. 

1. Every police agency should immediately adopt policies 
and procedures that provide for effective communication with the 
public through agency employees. Those policies and procedures 
should insure: 

a. That every employee with duties involving public 
contact has sufficient information with which to respond 
to questions regarding written agency policies regulating 
or affecting those duties; and 

b. That information he receives is transmitted through 
the chain of command and acted upon at the appropriate 
level. 

2. Every police agency that has racial and ethnic minority 
groups of significant size within its jurisdiction should recog
nize their police needs and should, where appropriate, develop 
means to insure effective communications with such groups. 

3. Every police agency with a substantial non-English
speaking population in its jurisdiction should provide readily 
available bilinqua1 persons to answer requests for police services. 
In addition, existing agency programs should be adapted to insure 
adequate communication between non-Eng1ish-speaking groups and 
the police agency. 

4. Every police agency with more than 400 employees 
should establish a specialized unit responsible for maintaining 
communication with the community. In smaller agencies, this 
responsibility should be the chief executive's,· using whatever 
agency resources are necessary and appropriate to accomplish 
the task. 

/[ --, > 

a. The unit should establish and maintain lines of 
communication between the agency and recognized community 
leaders and should elicit information from the citizen 
on the street who may feel that he has little voice in 
government or in the provision of its services. 

b. The unit should be no more than one step removed 
from the chief executive in the chain of command. 
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c. The unit should identify impediments to communi
cation with the community, research and devise methods 
to overcome those impediments, and develop programs which 
facilitate communication between the agency and the 
communi ty. 

d. The unit should conduct constant evaluations of 
all programs intended to improve communication and should 
recommend discontinuance of programs when their objectives 
have been achieved or when another program might more 
beneficially achieve the identified functional objective. 

e. Every police chief executive should participate on 
a regular basis in the agency's public communication 
programs to insure that obstruction(s) to effective 
communications are promptly removed and that the programs 
have an on-going validity. 

NAC COMMENTARY EXCERPTS 

The American police service is founded upon the principle 
that the police are a part of and not apart from the people. 
This principle dictates that the police make a determined effort 
to seek information from the public, to weigh conflicting demands 
and ideas, and to arrive at considered judgments. It also 
requires that the police inform the public how to protect them
selves against crime and how to cooperate with police to reduce 
crime. 

Effective communication between the police and the public 
helps the public understand police decisions and helps the police 
measure their success or failure in enforcing the law and in ful
filling community expectations. Information from the public 
reflects the degree of trust flnJ confidence that the people have 
in their police and government. The public!s attitude toward 
the police--including hostility and its causes--should be con
sidered by police administrators in allocating resources and 
developing programs. 

Some segments of society have little confidence in their 
government and no confidence in their police. Without communica
tion, this lack of confidence could develop intb a chasm of total 
misunderstanding. Obviously, the police task is much more dif
ficult if police are feared rather than trusted by the people. 

Encounters between police officers and the public shape 
the image of the police agency; officers carry out its policies, 
and, to a large degree, speak for their agency. Daily contact 
between police and the public may also be a valuable source of 
information about the community. However, because of the size 
of the agency and its formal and informal internal organization, 
the knowledge gained by officers may never reach the police 
chief executive unless the executive takes steps to facilitate 
its transmission. 

An officer also is in the position to provide information 
to the public r.::>.garding policies, obj ecti ves, and priori ties of 
his agency. For example, a well-informed officer can respond to 
a citizen complaint about response time by explaining the budge
tary limitations of his agency and its established priorities in 
responding to the most serious crimes first. If uninformed, he 
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may offer merely a subjective excuse that fails to satisfy the 
individual or to communicate. the valuable information needed to 
evaluate and understand the police. 

Besides informing officers of agency policies, the police 
chief executive and other management personnel must teach, by 
example, the importance of communicating with all elements of the 
community. Above all, an officer should be made aware of his 
agency 1 s commitment to open communications. 

A critically important communications probl~m confronts 
the police in urban areas with significant minority populations. 
Those 'areas have been the scene of civil disorder in recent years, 
and they often require a disproportionately high percentage of 
police resources. Inhabitants of those areas frequently feel 
they have less influence on police enforcement policies and 
practices than do other city residents. Members of minority 
groups must be convinced that their police service expectations 
are known and respected by the police, and that their recommenda
tions are being acted upon. 

Many police agencies in cities with large ethnic and racial 
minority groups have developed programs to insure that the needs 

, of minorities are -considered in the development of policies and 
operational response. Indeed, some police administrators view 
this as their primary community relations effort. These pro
grams include informal advisory groups and special units within 
the police agency to work with minority groups in developing 
channels of communication. 

ILLINOIS COMMENTARY 

It is an accepted fact that bilateral communication with 
the public is a cornerstone of effective policing. Therefore 
this standard, does not introduce new concepts, but rather, asks 
all Illinois police agencies to continually reassess their com
munications with the public in an effort to improve police/public 
understanding and cooperation. Many Illinois police agencies 
already have well-formulated policies and procedures for main- : 
taining regular two-way communication with the public. However, 
where such policies and procedures are lacking, it is imp0rtant 
that they be developed and adopted immediately if the agency is 
to carry out its p~oper mission--one of responsiveness and service 
to the community. 

In order to be effective, a communications program should 
include the entire department, not just segments. Consequently, 
all members of police agencies need to be capable communicator.s. 
Every officer must understand and be able to communicate ade
quately to the public his agency's role, goals, and objectives 
and specifically his individual function \'li thin the agency. In 
addition, because a successful communicator is also a skilled 
listener, he must be attentive and receptive to what the public 
tells him so that information can be channeled back into the 
agency. This feedback is an extremely important managment and 
evaluative tool for agency administrators. 
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The police chief executive should be personally involved 
in the agency's communication program. It is his task to 
develop sound policies and procedures that clearly delineate 
each employee's responsibility in communicating with the public 
and to maintain controls to insure that all departmental repre
sentatives adhere to these policies and procedures. He should 
also see to it that all feedback from the public is transmitted 
to him and acted upon at the appropriate level. In the public 
opinion survey conducted by the Illinois Standards and Goals 
Committee (see Appendix C), it was indicated that the area most 
in need of consideration for development of standards was that 
of police responsiveness to public suggestions. The police 
chief executive, therefore, must take steps to insure that the 
public is informed of any actions taken as a result of their 
suggestions. In this way, the agency can demonstrate its com
mitment to open communications and foster increased mutual 
communication and understanding between the police and the 
community. 

In developing a police-public communications program for 
the first time or in evaluating an on-going program, an agency 
needs to consider all elements of the community it serves. As 
pointed out in the---pQlice Relations Handbook, developed by the 
Greater Egypt Regional Planning and Development Commission, 
"the police officer works not for one public holding one opinion, 
but for many publics holding opposing opinions." Identifying 
the publics that constitute the community is a prerequisite for 
effective communications. Examples of different publics that 
may be found in the community are: merchants, automobile owners, 
the elderly, youth, new residents, labor and management, minority 
groups, other city and county departments, elected and appointed 
officials, and other law enforcement agencies. Once a community's 
"publics" have been identified, specific programs aimed at 
reaching all segments can be devised. 

It will be discovered that certain citizen groups are 
seemingly unreceptive to the police. Although it is tempting 
to communicate only with the more cooperative and supportive 
elements of the population, it is equally important to reach 
those who are hostile or indifferent. Barriers to communica
tion with these groups may stem from such factors as difficulty 
in understanding the English language or distrust of the police 
uniform. Where special problems such as these exist, agency 
programs must be modified to insure adequate police response to 
the groups involved. To maintain adequate two-way communication 
in locales having susbstantial non-English-speaking populations, 
bilinqual officers should be employed. Public educational pro
grams explaining the meaning and use of police symbols of author
ity can be utilized effectively to dispel attitudes of distrust. 
Other methods of dealing with communications barriers might 
include police-citizen rap sessions, community-police advisory 
councils and news media open forums, to name a few. 

Because the community does not remain static, a program 
of communication with the public should be flexible to accomo
date changing public attitudes and needs. Therefore, the police 
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chief executive should regularly review and reassess his agency's 
bilateral communication with the public to insure it is keeping 
pace with the corresponding changes in the community being served. 
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ILLINOIS STANDARD 1 1 5 

POLICE UNDERSTANDING OF THEIR ROLE 

Every police agency immediately should take steps to 
insure that every officer has an understanding of his role, 
and an a"'lareness of the cuI ture of the comm,unity where he "'lorks. 

1. The procedure for developing 
police role should involve officers of 
line supervisors, and middle managers. 
should receive written policy defining 

policy regarding the 
the basic rank, first 
Every police employee 

the police role. 

2. Explicit instruction in the police role and community 
culture should be provided in all recruit and in-service train
ing. 

3. The philosophy behind the defined police role should 
be part of all instruction and direction given to officers. 

4< Middle managers and first line supervisors should 
receive training in the police role and thereafter continually 
reinfc~ce those principles by example and by direction of those 
they supervise. 

5. Methods of routinely evaluating individual officer 
performance should take into account all activities performed 
within the context of the defined role. Promotion and other 
incentives should be based on total performance within the 
defined role, r~ther than on any isolated aspect of that role. 

NAC COMMENTARY EXCERPTS 

A police officer's workday may include many contacts in a 
variety of situations. His day fluctuates between periods of 
calm and periods of intense pressure. He is forced to make de
cisions during encounters involving conflict. A police officer 
often sees people at their worst and seldom at their best. It 
is inevitable that his personal concept of his role will be 
formed largely from what he sees and hears during his daily 
encounters with the public he serves. If he is not given a 
clear understanding of what the police agency expects of hi'!" 
he will be guided solely by that personal concept of his rore, 
which may not be consistent with that of the agency. 

Naturally, he carries his own biases and emotions with 
him. These may be heightened when he is in a situation where 
he senses a threat--either to himself or to society. Since the 
police officer must work with little supervision and must make 
decisions crucial to the individuals involved, the mariner in 
which he exercises discretion is critical to the discharge of 
his duty. 
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The policeman's task is further complicated by the com
munity's conflicting expectations of his role. Some people 
believe an officer should not only enforce the law but should 
provide social services as well. Others hold that efficient 
law enforcement is the limit of his role. And many people have 
no clear understanding of what the police role should be. 

Every police chief executive must attempt to identify the 
particular needs of the various communities within his jurisdic
tion and to reconcile those needs with the law, and with the 
policies and resources of local government and the police agency. 
The role agreed upon must then be instilled in each officer. It 
should not be the individual officer's responsibility to recon
cile the incompatible expectations of conflicting elements of 
society. 

Officers' attitudes cannot be altered by administrative 
decree. The wayan officer views his role depends on many 
factors, and the desire to achieve his agency's objectives is 
only one of them. 

Like everyone else, an officer needs self-respect. When 
he finds that his contact with the public are frequently antag
onistic, and that some people slight his role, he may begin to 
feel alienated. This feeling of isolation often leads to develop
ment of a police-subculture to which officers turn for comfort 
and respect. 

Officers frequently need to be persuaded that the official 
concept of their role is a proper one. Now, especially, when 
employee groups representing officers are becoming more aggressive, 
basic changes will be resisted. Short term successes may be 
achieved through revised recruit training programs, but long term 
advances require continuing in-service training of officers. 

The most effective and sensible way to overcome employee 
resistance to policy defining the police role is to enlist the 
cooperation of officers at all levels. Their varied experience 
can contribute to making the policy realistic and acceptable. 
An officer's self-respect is enhanced when he realizes that his 
superiors value his opinion. 

Training programs also can reinforce the officer's self
respect by emphasizing community support for his role in their 
lives. Training should instill the realization that, by ful
filling their defined roles, they are serving the highest ideals 
of their profession. 

In recent years, pOlice agencies have vastly improved the 
quality of officer training. But despite substantial improve
ment in courses on police-community relations, ethics, and human 
relations, most training is not designed to communicate the 
abstract concepts of the police role and the nature of the com
munity to be served. 

An officer's understanding of his role and the degree of 
his feeling of isolation depend largely on the geographic and 
demographic makeup of his community. Policemen in small towns 
and rural areas generally are familiar with their communities 
and can readily identify unusual situations that require inves
tigation. Their presence is usually accepted, and the potential 

- 32 -



for conflict is less. In addition, their role--perhaps less 
complex than that of their urban counterparts- ... is usually 
better understood by both the officers and residents of the 
community. 

The homogeneity of a community affects an officer's 
perception of his role in other ways as well. Middle class 
suburbs tend to have fewer internal conflicts regarding ex
pectations of police service. Consequently, officers who 
work in the suburbs encounter conflict situations less often 
than those who work in the inner city. . 

Police officers are recruited predominantly from among 
the middle class. Most of them have lived in a single neigh
borhood where they were not exposed to the varying life styles 
of the larger community they are expected to serve. A young 
ma.n raised in a city's suburbs, for example, may not be pre
pared to deal with the culture of its inner city. What he was 
taught to regard as unacceptable behavior might be common 
practice in the area where he is assigned. 

The sociology of his community is basic to a police 
officer's training. The relative complexity of such training 
depends on the differences in communities that will be policed. 
Large heterogeneous cities pose a particular challenge. ·Gen
eralized training may be insufficient when officers are trans
ferred from one area to another, and regionalized training, 
because it must be generalized, poses problems of understanding 
the various communities served. 

While enforcement policies should be citywide, their 
application should be governed, in part, by an officer's 
appreciation of the activities of the neighborhood where he 
works. In deciding to investigate conduct, an officer should 
be alvare of what constitutes unusual behavior in a neighborhood. 
The way he applies enforcement policy, however; should not vary 
by area, but by his evaluation of the situation at hand within 
policy guidelines. 

The term community denotes the people for whom the police 
agency provides service. Within that broad framework may be 
groups that have special needs or diversified interests. There 
may be a significant number of people who are not residents of 
the agency's jurisdiction, but who are frequent transient 
visitors. They represent a part of the community of a police 
agency. 

Techniques of teaching officers the nature of their 
community are similar to those of teaching interpersonal com
munications, discussed in a subsequent standard. Instruction 
in role identification, community awareness, and interpersonal 
relations should be combined. 

An agency's ob j ecti"':<.ls .and priori ties should be rein
forced continually by illustrating the connection between 
principles and practices. Many police agencies routinely. 
publish general orders that establish procedures for specific 
activities. Frequently those orders are accompanied by a 
statement of purpose ar a brief introduction. All such orders, 
however, should state explicitly the particular objectives and 
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priorities to which the activity is directed. In that way 
activities become goal-oriented instead of merely task-oriented, 
and officers are enlightened about the abstract concepts of their 
role. 

The assistance of middle management should be enlisted in 
teaching policemen their role, It should be recognized, however, 
that some built-in institutional resistance to change exists in 
the ranks of police management and supervision. 

An attempt to develop leadership awareness of the police 
role was undertaken in 1970 by the California Commission on 
Peace Officer Standards and Training (POST). As directed by the 
State legislature, POST established ccmmunity~police relations 
leadership training programs in three State universities. The 
programs were designed to enable participants to examine the 
responsibilities of law enforcement agencies during a period of 
rapid social change, and to assess the evolving nature of the 
communities they served. An evaluation conducted after 1 year 
revealed favorable modifications of participants' attitudes. 

Many large police agencies have special training for 
officers who achieve supervisory ranks, and many agencies have 
undertaken varying forms of management-development training. 
These programs should be used to teach the defined police role 
to all middle managers and first line supervisors, with specific 
instructions on how they must reinforce those principles through 
their own actions and their supervision of others. 

The police role not only must be taught to policemen, 
but incentives must be developed to encourage each officer to 
adopt that role. If a stronger service orientation is desired, 
an agency must assure an officer that service will be rewarded. 
An officer who takes time to learn how to refer persons in need 
to the proper agency deserves recognition as much as one who 
makes an arrest. The degree of recognition should be determined 
by the priorities established within the police role. Therefore, 
there must be a means of evaluating compliance. Too often the 
police service measures performance solely by the number of 
arrests made, traffic citations issued, or radio calls answered. 
Such performance measures are replete with abuses. More 
sophisticated supervision techniques must be developed to measure 
the degree of community responsiveness or of courtesy in citizen 
contacts. 

ILLINOIS COMMENTARY 

Presently, the concept of the police role varies from 
jurisdiction to jurisdiction as well as among practitioners 
and among the public. To eliminate the confusion inhe:rent to 
the present situation, every police agency should implement 
this sta.ndard immediately. 

The police chief executive should not attempt to define 
the police role alone. Instead, personnel at all agency levels 
should be involved in role identification. The process then 
becomes a dynamic operation as described in Innovation in Law 
Enforcement: "All ranks argue and debate; they negogiate and 
compromise; and they each can have an impact on any changes 
that occur. At the same time, their indivitiuality and worth 
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is reinforced; they learn that they are important and their 
opinions matter." Not only does this process enhance the 
individual officer's motivation to fulfill agency and community 
expectations, but it also provides the police chief executive 
valuable insight as to how his officers perceive themselves. 

As time passes it becomes necessar.y to provide train;4ng 
on the underlying philosophy of the defined police role. This 
training shottld insure that new officers understand the mental 
proces s es in'tol ved in arriving at the definition and serve as 
a reminder til all officers of the noble ideals they helped 
formulate that can be easily forgotten in months or years of 
routine service. On-going role training is equally important 
for middle managers and line supervisors since these officers 
must provide the positive reinforcement and proper encourage
ment to insure that line officers do not lose sight of the role 
agreed upon by th agency. ' 

Knowledge of the police role alone, howewer, is not 
enough. If the police officer is to be effective in his en
vironment, a thorough understanding of the community's culture 
is also needed. 1~erefore, role training must also concentrate 
on an awareness of the nature of the community to be served. 

It is not uncommon for a police agency to have hundreds 
of applicants for a single job. This increases the likelihood 
that the applicant finally selected will not be a present 
resident of the community in which he will work. The agency 
must insure that new police officers understand the geographic 
and demographic makeup of the community and its customs because 
0ften there is a direct relationship between crime and the com
munity's homogeneity and sociology. Perhaps more importantly, 
there may be a correlation between the application of discretion 
and the ~Qlice officer's knowledge of his community's culture. 
In the latter case, the officer's understanding of the culture 
should be a mandatory job condition. 

The officer who truly understands the police role can 
understand where he fits in his working environment. Th~\ ,','.:fficer 
has the opportunity to develop a useful sense of identity. 
Police officers who understand their role are more likely to 
understand what they do and why they do it. Consequently, they 
\'lill tend to perform their duties more decisively and effectively, 
benefitting both themselves and the public they serve. 
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ILLINOIS STANDARD 1.6 

PUBLIC UNDERSTANDING OF THE POLICE ROLE 

Every police agency immediately should establish programs 
to inform the public of the agency's defined police role. These 
programs should include, but not be limited to, the following: 

1. Every police agency should arrange for at least an 
annual classroom presentation by a uniformed officer at every 
public and private elementary school within its jurisdiction. 

a. The content of the presentation should be tailored 
to the learning needs of the students; however, each 
presentation should include a basic description of the 
police role. 

b. Every agency should work through the school to 
develop a basiG study unit to be presented by the teacher 
prior to the officer's arrival, and every officer assigned 
to a school visit should be provided with prepared subject 
matter to be reviewed prior to making his visit. 

2. Every police agency with adequate resources should seek 
the cooperation of local school authorities to assign a full
time officer to each junior and senior high school in its jur~s
diction. 

a. The officer's assignment should include but not be 
limited to teaching classes in the role of the police, and 
serving as a counselor. 

b. Course content should be developed in cooperation 
with the schools and should include discussion of the 
police role, juvenile laws, traffic laws, and agency 
enforcement policies and practices. 

c. The role and function of police assigned to each 
school should be developed cooperatively by the police 
chief executive and the school administrator and should 
be put into a written format. 

3. Every police agency, where permitted by local condi
tions, should participate in government and civic classes offered 
in local evening adult schools and community colleges .. 

4. With agency resources, where available, or in coopera
tion with employee organizations or local civic groups, every 
police agency should develop or participate in youth programs 
including scouting and other athletic or camping activities. 

a. All such programs should be designed to provide 
officers and young people with the opportunity to become 
personally acquainted with each other. 
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b. Every officer participating in youth programs 
should be provided with written material describing the 
objective of the program and its relationship to the 
police role. 

5. Every police agency should seek invitations for officers 
to speak with formal and informal community organizations. Efforts 
should be made to provide speakers in response to every reasonable 
request and to coordinate the speaker's ability and background 
with the intended audience. Every opportunity should be taken to 
describe the police role and the agency's objectives and prior
ities. 

6. Every police agency should publish a statement of the 
police Tole, the agency's objectives and priorities in filling 
that role, and the agency's activities to implement its role. 
An annual report may be used for this purpose. In addition, per
iodic statistical reports on crime, arrests, and property loss 
due to crime should be disseminated to the public. These reports 
should include an evaluation of significant trends and other in
terpretations. 

7. Every police agency should inquire into the avail
ability of public service resources from advertising and com
munication organizations to assist in developing support for the 
agency and its programs. 

8. Every police agency should hold an annual open house 
and should provide other tours of police facilities and demon
strations of police equipment and tactics when appropriate to 
create greater public awareness of the police role. 

9. Every police agency should consider using the "ride
along" program to acquaint the public with the police. 

ILLINOIS COMMENTARY 

The police service many "publics." It is critically 
important that the police and these publics share an under
standing of the police role. The program that evolves to meet 
this need must be capable of reaching at least four distinct 
groups. 

The first group to be reached is the young. A common 
program for this purpose is that of placing a police officer in 
the school. Such a program allows young people to be exposed to 
police in a nonpoli~e environment from the elementary grades 
upward. However, this program presents potential problems. 
One serious problem is that of misinterpretation of the police 
officer's role by school authorities. Another problem, pointed 
out by Captain H. Peterson in a written review of this standar.d, 
is that an officer can become frustrated or lose sight of his 
role in the department. Further, Captain Peterson points out 
that without r~aching the parents, the effect of youth programs 
are of reduced importance because they will not be reinforced 
in the home environment. 
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The next to be reached can be termed the organized 
public--i.e., employee organizations, service clubs, fraternal 
organizations and civic groups that interact with the community 
on a broad range of issues. These active groups can be impor
tant allies since their memberships and their activities reach 
deep into the makeup of the community. 

A third group the police agency must reach is the pri
vately organized public. Examples of such organizations might 
include bridge or flower clubs, local historical societies, etc. 
While not classed as do'ers in comparison with the organized 
public, non-active groups often sponsor programs that provide 
a forum for public discussion of the police role. 

The final group the police agency must reach is the 
largest. It consists of the individual citizens. To be truly 
successful, the police agency should attempt to inform all 
citizens of the police role. The program to develop an under
standing of the police role on the part of the public is multi
faceted. Although it requires much forethought, developing, 
implementing, and monitoring, it is not beyond the means of 
any Illinois police agency. 

NAC COMMENTARY EXCERPTS 

The police have information in their files that c&n 
contribute to the planning efforts of local government, social 
agencies, and other elements of the criminal justice system. 
In addition, the public needs information regarding crime, 
arrests, and property loss to evaluate the criminal justice 
system. Many agencies disseminate such information on a regular 
basis, and most contribute to the Federal Bureau of Investiga
tion's Uniform Crime Reports. 

Many police agencies publish annual reports which they 
distribute to the public and other community and government 
agencies. Agency reports may contain crime and arrest statistics, 
as well as other information documenting activities, objectives, 
and role. 

Where possible a police chief executive might desire to 
seek, as part of his annual budget appropriation, a small sum 
of money to cover the costs of print~ng and distribution of 
such a document. 

If funds are not available in smaller agencies, informa
tion could be publlshed in the local newspaper or duplicated 
and distributed by other means. 

Despite occasional criticism regarding the statistics 
used by police agencies, efforts· should be expanded to isolate 
and develop data for long range planning both inside and out
side the police service. Well-constructed police reports 
provide excellent material for persons studying the causes of 
crime, as well as data for improving police response to crime. 

An improved public image is a beneficial by-product of 
successful public information programs. A convincing explana
tion of the role of the police, their policies, problems, and 
proposed solutions to the community produces an improved public 
image. 
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A few departments have undertaken advertising campaigns 
in an attempt to improve recruitment or to gain support for a 
particular program. Advertising agencies will often donate 
billboard space as a public service; or radio and television 
stations will give air time for spot announcements supporting 
the police. 

Although some police agencies are squeamish about "image 
management," police agencies should not hesitate to use avail
able resources in projecting their role to the community. As 
long as what is presented honestly reflects the policies and 
practices of the police agency, it contributes to the community's 
knowledge and understanding of the police role, and is therefore 
worthwhile. 

Many police agencies hold an annual open house and offer 
tours of police facilities to interested groups, school classes, 
and individuals. Some agencies permit citizens to accompany 
officers on patrol. Demonstrations of police equipment and 
tactics are often presented in association with tours or at other 
public gatherings. Several agencies send special mobile units 
to different parts of the city to display police equipment and 
to exchange information with residents of the community. 

ILLINOIS COMMENTARY 

The city of Rockford provides a good example of a city 
that has fulfilled the spirit and direction of this standard. 
The Rockford police agency has police officers in schools through
out its entire educational system, including several involved in 
college education. They also have sponsored youth athletic 
teams and other activities designed to reach the public. In 
addition, the agency has speakers listed by the local speakers' 
bureau who are trained in discussing the police role in the 
community as well as. other police related subjects. Other 
cities can and have patterned programs for public understanding 
of the police role such as the Rockford example. 
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ILLINOIS STANDARD 1.7 

NEWS MEDIA RELATIONS 

Every police chief executive immediately ~hould acknow
ledge in written policy statements the important role of the 
news media and the need fo,r the police agency to be open in its 
relations with the media. The. agency should promote an aggres
sive policy of presenting public information rather than merely 
responding to occasional inquiries. 

in the 
copies 
tives, 

1. The news media relations policy should be included 
agency training curricula and procedure manual, and 
of it provided to all agency personnel, media representa
and the public. This policy should acknowledge: 

a. The right of the media to obtain information for 
dissemination to the public; 

b. The agency's responsibility to respond to inquiries 
from the media, subject to legal restraints and the neces
sity to preserve evidence) to prevent interference wi~h 
police investigations and other operations, and to protect 
the constitutional rights of persons accused of srimes; 

c. The agency's responsibility to seek the cooperation 
of the media to delay publication--rather than imposing 
censorship or unil a teral news moratoriums - -when immediate 
reporting of certain information may be detrimental to 
the community, to victims of crime, or to an investiga~ 
tion; and 

d. The mutual benefits to the police agency and the 
media when relations between the two are characterized 
by candor, cooperation, and mutual respect. 

2. The news media relations program should provide regular 
liaison between the agency and the media through an officer or 
unit, depending upon the size of the agency and the nature and 
frequency of local news media demands. 

3. Every police chief executive, in cooperation with the 
media, should prepare a written policy establishing the relation
ship between his agency and the news media during unusual occu
rences. 

4. Every police chief executive and every media adminis
trator should implement sanctions against their agency staff 
members who violate the mutual accords of those agencies. 

NAC COMMENTARY EXCERPTS 

The relationship between the police and the news media 
in a democratic society is characterized by complementary rather 
than conflicting interests. The news media have a legitimate 
need for information about police activities; they offer an 
excellent channel for informing the public about the nature of 
police tasks and problems. 
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Policies that define the relationship between a police 
agency and the news media should be established cooperatively. ~ 
Policy should recognize explicitly that the responsibility for ~ 
protecting the constitutional guarantees of fair trial and free 
press is shared equally by the police and the media. 

As long as individual freedom is protected in all cases, 
agency policy should mandate that the media have the right to 
receive information upon request. There should be a basic pre
sumption that individual employees are under an obligation to 
supply information upon request unless there are specific 
reasons why this would be improper. Policy should express res
pect for the news media, their role in a democratic society, 
and their value to effective police service. 

In addition to responding to requests for information, 
police agencies should establish policy that provides for 
notifying the media about newswol'thy events. 

The United States Supreme Court held in Sheppard v. 
Maxwell (384 U.S. 333, 1966) that prejudicial pretrial publicity 
in the form of extrajudicial statements by witnesses, police, 
and other criminal justice practitioners may prevent a fair 
trial. So-called gag orders have been issued by trial judges in 
a number of sensational criminal cases. Even in routine cases 
the rights of defendants may be prejudiced inad.vertently unless 
officers understand. guidelines for nondisclosure. 

While encouraging field officers to respond to press 
interviews, written policy should caution officers not to release 
information that would be detrimental to an investigation'or 
prosecution when responding to inquiries regarding criminal 
matters. Such policy should contain explicit guidelines developed 
in cooperation with the local news media. In this way, ~ balance 
is struck between indj.vidual and public rights, and a more har
monious relationship is fostered between police and media. 

A policy of candor aids cooperation when the police must 
ask the media to delay publication of information that might 
threaten the safety of a kidnap victim, hamper the investigation 
of a serious crime, or exacerbate a volatile situation. The 
media have generally adopted a policy of self-restraint in such 
cases. Police agencies should make prior agreements with the 
media to insure the greatest possible degree of uniform cooper
ation when a need arises, 

A police agency's media relations policy should be in
cluded in its training curriculum, and copies of it should be 
provided to all agency personnel, media representatives, and 
the public. Additionally, the news media should have access to 
agency training materials and participate in training where 
appropriate. 

A police agency should designate an officer or unit to 
maintain regular liaison with the media if the size of a police 
agency and the nature and frequency of local news media demands 
indicate that it is appropriate. In small agencies this task 
may be handled by the chief of police; large agencies may employ 
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a civilian public information director or designate a high 
ranking staff officer as the news media relations officer. In 
any case, given the sensitive nature of the task, the individual 
charged with the responsibility should be a member of the per
sonal staff of the chief of police. 

The liaison officer should respond to serious incidents 
of an emergency nature to assist the news media at the scene. 
Any officer at the scene of an occurrence should be encouraged 
to respond to requests for information from the news media; 
but he should refer requests to the liaison officer if there is 
any question about the officer's knowledge of the facts or the 
propriety of releasing them to the person requesting them. 

No community, however small, is immune to natural or man
made disaster and the emergency conditions that follow. Under 
such conditions immediate and accurate dissemination of in
formation is vital for giving directions and advice, and for 
dispelling rumors. 

Every police agency, as a part of its unusual occurrence 
planning, should develop written 'policy regarding media relations 
under emergency conditions, and the rights of newsmen to enter 
closed areas. While newsmen generally have no right to enter 
crime scenes that are secured to preserve evidence, they are 
commonly allowed access by statute to areas which have been 
closed off by the police due to riots or natural disasters. 
Newsmen should be informed of any current or potential danger in 
the area. However, police agencies should never assume respon
sibility for the physical safety of newsmen who choose to 
subject themselves to danger. 

ILLINOIS COMMENTARY 

Police and news media relations in Illinois range from 
excellent to poor. On occasion, police have seen months of 
painstaking and costly investigation rendered useless by pre
mature media exposure. On the other hand, some news agencies 
have found it necessary to seek judicial aid to gather police 
agency information. Fortunately, these are the extrenles. Most 
police agellcies in the State have workable relationships with 
local media organizations. This is important for the citizen 
because it is the citizen who is the ultimate beneficiary of 
sound police-media relations. 

An example of positive implementation of the actions 
articulated in this standard can be taken from the Village of 
Hinsdale, Illinois. In 1971, even before the development of 
national pelice standards and goals, representatives of the 
Hinsdale police and four local newspapers met to develop formal 
policies, procedures, and guidelines covering police press 
relations. With the aid of state statutes, professional associ
ation guides, published articles,and inter-disciplinary meetings, 
a handbook representing the concensus of those involved was 
developed to serve as a mutual reference and guide to coopera
tive relationships. 
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Evidence that Illinois media desires to work with the police 
is illustrated further by the efforts of City Editor? Marx Gibson 
of the Joliet Herald-News, Gibson developed a succinct question
naire designed to provide input on how police chief executives 
viewed his paper's handling of news involving area police. When 
questionnaire response proved to be minimal, he turned to the 
President of the Regional Police Chief's Association for assist
ance in contacting area chiefs. The Regional President was able 
to arrange meetings between area chiefs of police, himself, and 
Gibson. These meetings resulted in the identification of several 
local needs. Three of these needs and the actions taken to date 
are as follows.. 

Fir.st, the chiefs indicated a need for better suburban 
and outlying area news coverage. Mr. Gibson hired a new 
reporter to cover these agencies in the late afternoon 
and early evening. 

Second, the chiefs indicated a need for reporter identi
fication. In this regard, Mr. Gibson has set a priority 
to develop areawide reporter credentials that all local 
police personnel can recognize. (The Standards and 
Goals Committee discussed the question of press credentials 
and identification. The position ultimately taken was a 
most progressive one. It was felt that what was overriding 
this issue was the question of control. Not the police 
cOdn~r?lling m~mbers of the

f 
mhedia, but radthber ht~e meddia

h 
. .~ 

a mlnlstrator s control 0 t ose employe y 1m an t elr ~ 
use of their press credentials.) 

Th~ third need involves facilitating immediate contact. 
It wa,;:, agreed upon that a list of police personnel to 
contact for press releases and stories should be developed 
and made available to the press and within the agency. 
Mr. Gibson already has disseminated to area police agencies 
a compendium of who is assigned by his paper to cover the 
police beat and who comprises the paper's chain of command. 
The mutual understanding and respect established through 
the liaison of police and press in this instance has re
sulted in releases and coverage of police operations that 
otherwise would never have come to the attention of the 
press, At the same time, it furnishes a model for police
media communications throughout the State. 

Other Illinois groups also have been active in the area 
of police-media relations. One example is the Greater Egypt 
Regional Planning and Development Commission. In 1971, this 
organization developed a police relations handbook. Contained 
within this handbook are cogent and easy-to-follow ideas for 
improving police-media relations. 
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Police administ~ator~ seeking aids for improvement in 
this area will have no trouble locating excellent w~itten 
material, However, what must be added to the various written 
for~llas is trust. Police-media relations can flourish only 
where a mutual trust has grown. The starting place for this 
trust is face-to~face dis.cussion of common concerns in an 
atmosphere conducive to open talk. 

The police and the media share a common goal in that 
each in their own way is a seeker of truth. Each works at 
meeting community needs; working together in a professional 
atmosphere of mutual respect will insure the achievement of 
the objectives of both the media and the police while providing 
the maximum service to the public. 
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ILLINOIS STANDARD 2,1 

DEVELOPMENT OF GOALS AND OBJECTIVES 

Every police agency immediately should develop short- and 
lm'b- range goals and obj ecti ves to guide agency functions. To 
assist in this development, every unit C{/:11mander should review 
and submit in writing the principal goals and objectives of his 
unit. 

1. Every police agency and every unit within the agency 
should insure that its goals and objectives are: 

a. Consistent with the role of the police as defined 
by the agency's chief executive; 

b. Responsive to community needs; 
c. Reasonably attainable; 
d. Sufficiently flexible to permit change as needed; 

and 
e. Quantifiable, measurable and time related where 

possible .. 

2. Every -police agency should provide for maximum input 
both within and outside the agency in the development of its 
goals and objectives. It should: 

a. Create an atmosphere that encourages submission of 
ideas by all employees regardless of rank; and 

b. Establish methods to obtain ideas from a'variety 
of organizations and individuals outside the agency. 

3. Every police agency should develop and dissemiri~te 
its goals and objectives to provide uniform direction of em
ployee efforts. 

4. Every police chief executive should require every 
unit commander to make a periodic review of unit goals and 
objectives and submit a written evaluation of the progress 
made toward the attainment of these goals. Annually, in con
junction with the budget preparation, every police chief ex
ecutive should provide for review and evaluation of all agency 
goals and obj ecti ves and for 'revisions where appr91?riate., 

NAC COMMENTARY EXCERPTS 

One of the most pressing and challenging duties of the 
police chief executive is establishing goals and objectives 
toward which all personnel of the police agency should be 
directing their efforts. But to achieve goals, agencywide 
cooperation is necessary. 

- 47 -

<":.11 

J --" 



Fundamental to the establishment of all goals and ob
jectives is a perception of the problems encountered or a~ti~ 
cipated by the agency. Clear definition and careful analysis 
of the factors generating the problem may clearly indicate pos
sible solutions and suggest appropriate goals and objectives. 
On the other hand, the failure to perceive or to understand 
a problem may lead to the establishment of goals or objectives 
that could be nonproductive or even counterproductive. 

Other agencies of government often are a good source of 
ideaJ and assistance, as are community and service organizations. 
In order to obtain a response that is representative of the 
community, the police agency should take care to solicit input 
from private as well as official sources. Additionally, and 
of utmost importance, is the requirement set out in the first 
standard of this report that the goals and objectives of the 
police department must be directed by the policies of the govern
ing body which provides formal authority for the police function. 

ILLINOIS COMMENTARY 

Police chief executives have a primary responsibility 
to provide clear, realistic, and understandable direction to 
all agency personnel who are charged with delivering police 
service to the public. Statements of goals and 'objectives that 
reflect contemporary communi.ty conditions, resources, and as
pirations and that result from a broad base of public and agency 
input are es&ential in providing such direction. 

Police agencies presently providing satisfactory or above 
average services as well as police agencies that are still 
attempting to deliver modern police. s.ervices must look beyond 
the status quo. Planning, must begin immediately to deliver the 
type of police service acceptable to and reflective of a com
munity's values in the year 2000 or 2010 or beyond. 

The logical place to begin development of agency goals 
and obj ecti ves is a,c the unit level. Thi~ is especially im
portant f6r larger agencies having many organizational divisions 
or units, such as patrol, detectives, training, support services, 
etc. The individual commander of such units is most familiar 
with unit operations. He is responsible for providinj agency 
direction to the personnel under his command. To do so, he must 
develop clear goals and objectives. Unit goals and objectives 
should be put into writing and distributed to all unit personnel 
involved. They ~lso should be approved by the police ~hief 
executive and can serve as an aid in the process of formulating 
overall agency goals and objectives. In smaller departments, 
this task can be handled by general supervisory personnel. How
ever, caution must be exercised in all cases to insure that unit 
goals-and objectives as well as overall goals and objectives 
are not at cross-purposes ·with the agency's defined police role. 
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It was mentioned in Standard 1.4 that total employee 
participation is desirable for formulating an agency1s defini~ 
ti~n of the police role. This also holds true for the process 
of developing agency goals and objectives, Without internal 
commitment, the effort becomes a mere paper exercise, with little 
chance of success. Thus, police chief executives and unit com
manders should encourage officers at all levels to contribute 
their ideas and suggestions. 

It is particularly important to foster participation by 
the newer, younger officers since they are the ones most affected 
by long~range goals and objectives. At the time long-range goals 
and objectives come to realization~ these officers are likely to 
be moving into command-level positions. They will be better 
prepared for this progression if they have taken an active in
terest and participation in the development of agency goals and 
objectives. 

Gathering external or public input for agency goals and 
obj e.cti ves is much harder to achieve. However, public input is 
a necessity if the agency is to be responsive to community needs. 
The methodology for obtaining public input must be determined by 
the police chief executive based on an evaluation of prevailing 
local conditions. 

A number of imaginative techniques for gaining external 
input are available. One such technique is the Delphi Method, 
a recently developed tool for forecasting future goals and 
requirements. The Delphi technique utilizes a panel approach 
wherein individual panelists prepare separate written opinions 
or estimates. These opinions or estimates are then recycled 
among the panelists unt:l a concensus on the topic being confronted 
is reached. A modified Delphi Method was used at a two-day work
shop in Chicago in 1974 to forecast future goals and needs of 
Illinois criminalistic services. 

Once input is gathered from both within and without the 
agency, it is the police chief executive's responsibility to 
formulate clear, realistic short- and long-range goals and ob
jectives. These must be reproduced in a form which can be dis
tributed to all agency personnel and those members of the public 
requesting the document. They should serve as a blueprint for 
agency~rowth and development as well as a reference guide. 

The police chief executive and unit commanders regularly 
should review agency and unit goals and objectives both in light 
of measurable progress toward their achievement and in light of 
changing community needs. Where no progress i~ indicat{:~.d or 
where community needs have changed significaIl.tly k'Gorrec-ti ve 
action should ensue. An updating of agency goals 'and obj ecti ves 
should occur at least annually, preferably timed to coincide with 
the annual budget preparation. At this time, as pointed out in 
the National Advisory Commission Report on Police (Standard 2.1), 
"If the goal or objective does not have sufficient priority to 
merit funding, it should be .modified, postponed, or abandoned." 
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Although every Illinois police agency must determine 
its own specific goals and objectives~ consistent w~th local 
needs and priorities, the search for the appropriate goals 
and objectives should begin with this Report. Over 100 standards 
are contained herein, reflecting input from police agencies 
throughout the entire State. A like commitment toward improving 
both the quality and timeliness of police services should be 
adopted by every Illinois police agency immediately using the 
guidelines established in this Report. 
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ILLINOTS STANDARD 2.2 

ESTABLISHMENT OF POLICY 

Every police chief executive immediately should establish 
written policies in those areas of operations in which guidance 
is needed to direct agency employees toward the attainment of 
agency goals and objectives. 

1. Every police chief executive should promulgate policy 
that provides clear direction without unnecessarily limiting 
employees' exercise of discretion. 

2. Every police chief executive should provide for max
imum participation ln the policy formulation process. This 
participation should include at least: 

a. Input from all levels within the agency--from 
the level of execution to that of management--through 
informal meetings between the police chief executive 
and members of the basic rank, idea incentive programs, 
and other methods that will promote the upward flow of 
communication; and 

b. Input from outside the agency as appropriate--from 
other government agencies, community organizations, and 
the specific community affecte,d. 

3. Every police chief executive should provide written 
policies in those areas in which direction is needed, including: 

a. General goals and objectives of the agency; 
b. Administrative matters; 
c. Community and public relations; 
d. News media relations; 
e. Personnel procedures and relations; 
f. Personal conduct of employees; 
g. Specific law enforcement operations with emphasis 

on such sensitive areas as the use of force, the use of 
discretion, the use of lethal and nonlethal weapons, non
discriminatory enforcement practices, and arrest and 
custody, and 

h. Use of support services. 

NAC COMMENTARY EXCERPTS 

Policy embodies the philosophies, principles, attitudes, 
values, and intention of management. It can be expressed orally 
or in writing,. or it can be implied as a result of longstanding 
practices. policy guides objective-directed performance . 
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The governing body that provides {ormal authority for the 
police function establishes basic policy both explicitly and 
through budgetary allocations, Consistent with the policies of 
local government) the police chief executive should develop policy 
to guide employees. Where there is no policy established by 
higher authority, the field policeman may develop his own policy, 
which may not be consistent with that desired by the governing 
body or police chief executive. 

Policy is different from rules and procedures. Policy 
should be stated in broad terms to guide employees. It sets 
limits of discretion. A policy statement deals with the prin
ciples and values that guide the performance of activities 
directed toward the achievement of agency objectives. A pro
cedure is a way of proceeding--a routine~-to achieve an ob
jective. Rules significantly reduce or eliminate discretion by 
specifically stating what must and must not be done. 

ILLINOIS COMMENTARY 

Police agency policy must be developed to provide positive 
direction to agency personnel toward the attainment of goals and 
objectives. As stated in Training Key #15, published by the 
Professional Standards Division of the International Association 
of Chiefs of Police, "Policy is a statement either written or 
oral which embodies the thinking, the interest and the philoso
phies of the Chief and the command personnel of the police or
ganization. It provides a general system of guidelines to 
influence the thinkins process of decisionmaking so that the 
organizational objectlves may be reached," 

The individual police officer both needs and wants clear 
direction in the form of agency operational policy to assist him 
in performance of his duties. In the absence of definitive 
guidelines for action, the officer is likely to make erroneous 
decisions or, perhaps even worse, no decisions at all. In 
either case, he is subject to criticism and his self-reliance 
and responsiveness is diminished. 

Ideally, policy provides the officer with enough infor
mation to consider a number of alternative methods to reach 
agency goals and objectives. Policies should not unnecessarily 
limit an officer's exercise of discretion, but rather guide him 
toward effective decisionmaking within the realm of organiza
tional objectives. 

It is the job of the police chief executive to set forth 
clear, written agency policies. The task is not an easy one. 
It requires true leadership ability since the police chief 
executive's personal style and professional philosophies are 
stamped indelibly on all policy statements. It also requires 
knowledge of what policy guidelines are needed and what opinions 
are held by other departmental personnel and the community 
served. AccordinglYt input from agency personnel at all levels 
must be sought. P"€\rsons outside the agency also may be called 
upon, as appropriate, to provide maximum participation in the 
policy formation process. 
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Written departmental policies need to be distributed to 
all agency personnel and to interested members of the community. 
Some agencies have prepared booklets containing comprehensive 
agency policies as a guide fOT police and citizens alike. An 
excellent example is On This We Stand 1 a 25 page compendium of 
departmental policies published by the Chicago Police Departm,ent. 
It was originally prepared in 1966, under the direction of the 
late Superintendent, O. W. Wilson. A new addition, entitled 
Our Pledge to 'Chi'cago, was published by the Chicago Police 
Department under Superintendent James Rochford. 

In the standard statement, eight areas, ranging from 
general goals and objectives to use of support services, are 
singled out fOT establishment of policy. These areas were de
signated on the basis of past experience as those most commonly 
in need of policy formation. It should be pointed out that this 
is a minimum; most agencies will want to develop policies in a 
larger number of areas. It is up to the police chief executive 
to articulate policy according to established needs. The posi
tion of the Illinois Chiefs of Police is summarized in the 
National Advisory Commission's commentary pertaining to police 
policy Police, (Standard 2.2): "Policy is a guideline for 
effecti ve decisio;nmaking, and the chief executive owes 'I~he 
employee the stability and security of the well-defined policy 
necessary to make decisions or exercise discretion." 

REFERENCES 

1. Command Staff, Chicago Police Department, 9n This 
We Stand, Chicago Police Department, Chicago, 
Illinois, 1966. 

2. The Professional Standards Division of the Inter
national Association of Chief of Police, Trainlpg 
Key #15 Poli~, International Association of Clefs of 
Police, Gaithersburg, Maryland, 1969. 

3. Rochfor~, James M., Our Pledge to Chicago, Chicago 
Police Department, Chicago, Illinois. 

4. Administration Sub-Committee Meeting, January 19, 
1977, Winnetka, Illinois. 

5. Standards and Goals Committee Meeting, February 17, 
1977, Rosemont, Illinois. 

6. National Advisory Comlilission on Criminal Justice 
Standards and Goals Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D.C., 1973, (Standard 2.2) . 

- 53 _ 



• 
- 54 -



• 

ILLINOIS STANDARD 2.3 

INSPECTIONS 

Every police agency should immediately establish an in
spection system to provide the police chief executive with 
the information he needs to evaluate the efficiency and effec
tiveness of agency operations. 

1. Every police agency should require ongoing line 
inspections. Every police chief executive should give every 
supervisor the responsibility and the authority to hold 
inspections and: 

a. To conduct continual inspections of all personnel 
subordinate and directly responsible to him through any 
level of the chain of command and to inspect the equip
ment used and the operations performed by such sub
ordinate personnel; 

b. To take immediate action indicated by the results 
of such inspections: commendation for exemplary perfor
mance and correction of deficiences. 

2. Every police chief executive should implement routine 
scheduled and unscheduled inspections qf all personnel, material, 
facilities, procedures and operations. When the police chief 
executive personally cannot conduct these inspections often 
enough, he should provide for staff inspections to meet these 
needs. The person conducting a staff inspection should be a 
direct representative of the police chief executive and a 
written report of his findings should be submitted to the police 
chief executive. 

NAC COMMENTARY EXCERPTS 

The police chief executive is responsible for establishing 
and maintaining a system of inspection to obtain the information 
he needs to direct and control the police agency. Although the 
ultimate responsibility for inspection and control rests with 
the police chief executive, it should be carried out continually 
at all levels of command and supervision. 

The goal of inspection and control is operational effi
ciency and effectiveness. Although infractions uncovered during 
the process of inspection should be handled according tp;agency 
policy and the particular circumstances, inspection and'tontr6l 
should not be viewed as a disciplinary process. It should be a 
fair, impartial, and honest appraisal of employee efforts. The 
inspection procedure should help those inspected to d.o their j db .. 
better. The inspector or inspection party should have a posi
tive, constructive attitude; they should not instill fear and 
distrust in the inspection process . 
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ILLINOXS COMMENTARY 

Inspections provide a method by which the police chief 
executive can evaluate the efficiency and effectiveness of agency 
operations. It is essential that every Illinois police agency 
immediately develop an inspection system to insure that the 
agency is accomplishing the purpose for which it was established. 
The system should include both on~going line inspections and 
routine scheduled and unscheduled inspections of all personnel, 
material, facilities, procedures, and operations. 

Line inspection, as defined by George D, Eastman in a 
presentation to the 63rd Annual Conference of the International 
Association of Chiefs of Police in Chicago, is characterized by 
two salient features: 

1. It is performed through the lines of authority and 
responsibility--Senior inspects subordinate. 

2. It is performed continuously through observation, 
examination, and review. 

Implementation of effective line inspection requires 
that all supervisors have a clear understanding of the functions 
of their subordinates. Equqlly important, each supervisor must 
be given well-defined responsibility and authority to inspect 
personnel and equi~ment as well as the power to take immediate 
action based on the results of h12 inspections. When deficien
cies in employee performance are observed, they should be noted 
and immediately brought to the employee's attention by the 
supervisor. Likewise, competent and exemplary performance should 
be commended when perceived by the supervisor. 

Since it is important that all agency personnel view 
inspection as a means of agency improvement rather than a dis
ciplinary process, the underlying pu~pose of inspection must be 
made clear. One way to promote employee understanding of the 
inspection process is that used by the Pennsylvania State Police 
Department. A section of this agency's operations manual is 
devoted to "Line Inspection." This section clearly describes 
the mechanics of the inspection process, defines authoritative 
responsibilities, and explains the necessity and purpose Qf 
conducting agency inspections. As stated in the manual, "the 
purpose of inspection is to create a better organization by 
closely knitting together our operations so that our duties and 
responsibilities may be carried out with the utmost efficiency. II 
The wording of this statement clearly indicates the constructive 
n.,fl,ture of inspections. 

In addition to the on-going line inspections carried out 
by the agency s:upervisors through the chain of command, the 
police chief executive should perform routine scheduled and 
unscheduled agency inspections. The first-hand information he 
{ains from such inspections combined with with feedback from 
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supervisory personnel conducting line inspections will serve 
as a valuable management tool to aid him in directing and 
controlling agency operations. As stated in the aforementioned 
Pennsylvania State Police Manual, "Smooth and efficient opera
tions demand that the head of the organization have some means 
by which he can study and enforce general policies and prow 
cedures and to direct compliance with day-to-day orders; most 
of which are put into ~ffect outside of his sight and hearing." 

In the majority of Illinois police agencies, the police 
chief executive will conduct his own investigations. However, 
when an agency grows to a size and complexity that precludes 
the chief from personally conducting inspections, this task 
must be delegated to staff personnel or line personnel with 
staff responsibility. When inspections are conducted by persons 
other than the police chief executive, full, written documentation 
of inspection results must be submitted to the police chief 
executive. Regardless of who conducts the inspection, follow-
up investigations must occur within .a prescribed time period 
if deficiencies are reported. 

Inspections are one of a police chief executive's best 
tools for the determination of strengths and weaknesses of his 
personnel, facilities and equipment. The result of departmental 
inspections impact on the decisionmaking process of the agency's 
police chief executive. 
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ILLlNOIS STANDARD 3.1 

CRIME PROBLEM IDENTIFICATION ANDRESQURCE DEVELOPMENT 

Every police agency should insure that patrolmen and 
members of the public are brought together to solve crime pro
blems on a local basis. Police agencies should immediately adopt 
a program to insure joint participation in crime problem identi~ 
fication. 

1. Every police agency should, consistent with local 
police needs and its internal organization, adopt policing 
programs which insure geographic stability of assignment for 
individual officers who are operationally deployed, 

2. Every patrol officer assigned to a geographic pOlicing 
program should be responsible for the control of crime in his 
area and, consistent with agency priorities and policies and 
subject to normal approval, should be granted authority to 
determine the immediate means he will use in fulfilling that 
responsibility. 

3. Every police agency should arrange for officers 
assigned to geographic policing programs to meet regularly with 
persons who live or work in th~ir area to discuss the identifi
cation of crime problems and the cooperative development of 
solutions to these problems. 

4. Every agency, where possible, should establish a 
specialized unit which provides support services, functional 
supervision, and administrative review and evaluation of the 
geographic policing program. 

ILLINOIS COMMENTARY 

Crime is not only a police problem; it is a social problem 
that can never be resolved by the police or the criminal justice 
system alone. Crime will continue to plague the Nation unless 
individual members of society assume greater responsibility. 

Police agencies should immediately' adopt a program to 
insure joint participation between patrolmen and members of the 
public in crime problem identification. The support and cooper
ation of the citizens living and working in the many communities 
of Illinois are absolutely necessary for successful policing. 
The pr~gram addopteTdhshoU1dl be.considstent Wi~h.locafl PthOlice and D 
commun1ty nee s. e eva uat10n an superv1s10n 0 e program 
should be the inescapable responsibility of the police chief 
executive. Where possible, the agency should establish a 
specialized unit which provides support services, functional 
supervision, and administrative review and evaluation of tne 
policing program. 
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One excellent example of a successful policing program 
based on police ... public joint participation is the "Granite 
City Crime Blocker Program." Chief Ronald J. Veizer of the 
Granite City Illinois Police Department briefly describes the 
program as one of police-community communications in the area 
of crime problem identification. The program motto is "Lend 
Your Eyes and Ears to the Police~-Be a Crime Blocker." And 
this is just what many Granite City citizens are doing. When 
the program was begun in November, 1975? the goal was 500 
"Crime Blockers" by 1976. Presently there are 485 "Crime 
Blockers." The recruiting process began with senior citizens 
and was followed by recruiting efforts aimed at CB outfits, 
Rotary Club, and service organizations, respectively. To elicit 
further participation, four town meetings were held in various 
community locations, As a result of this recruiting process, 
all segments of the general public are represented in the program. 
According to Chief Veizer, his department receives an average 
of one call a day from "Crime Blockers", or thirty calls a month. 
In addition to regular meetings to keep the police and community 
communicating, pamphlets are distributed to the public describ
ing, among other things, how to identify a crime and what to do 
when you see a crime in progress. Chief Veizer views the pro
gram as a success; the patrol officers are satisfied; and, most 
important, Granite City has evidenced a continuous increase 
in citizen involvement. 

A second type of policing program that promotes crime 
problem identification and resource development is the geo
graphic policing program. Basically, under the geograpl~ic 
policing approach, patrol officers are assigned to specific areas 
and are responsible for the control of crime within that area. 
Officers assigned to geographic policing program meet regularly 
with individuals who live and work in their area to identify 
crim~ problems and cooperatively develop solutions to these 
problems. The National Advtsory Commission Report on Police 
states that once a police agency becomes large enough to specia
lize and to divide patrol and investigative responsibility the 
unifying principles of such a program become essential. 

There are many variations of resourceful policing programs 
emphasizing community participation in identifying and solving 
crime problems. Individual police agencies should select such 
programs according to local needs and agency organization, 
Whatever program is determined best for the individual agency, 
certain measures should be taken by the agency to further the 
chances of program success. One such measure is to insure sta
bility of officer assignment, Another is to delegate the proper 
authority to those officers assigned to geographic policing 
programs to allow them to cope effectively with the crime pro
blems of the area. This authority, of course, must be consistent 
with agency policies and priorities and subject to administrative 
approval. Finally, some type of centralized administrative 
control should be incorporated into all programs, to evaluate 
the program's effict on crime. 
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ILLINOIS STANDARD 3,,2 

CRIME PREVENTION 

Every police agency should immediately establish programs 
that encourage members of the public to take an active role in 
preventing crime, that provide information leading to the arrest 
and conviction of criminal offenders, that facilitate the identi
fication and recovery of stolen property, and that increase 
liaison with private industry in security efforts. 

1. Every police agency should assist actively in the 
establishment of volunteer neighborhood security programs that 
involve the public in neighborhood crime prevention and re
duction. 

a. The police agency should provide the community 
with information and assistance regarding means to avoid 
being victimized by crime and should make every effort to 
inform neighborhoods of developing crime trends that may 
affect their area. 

b. The police agency should instruct neighborhood 
volunteers to telephone the police concerning suspicious 
situations and to identify themselves as volunteers and 
provide necessary information. 

2. Every police agency should establish or assist programs 
that involve trade, business, industry, and community participa
tion in preventing and reducing commercial crimes. 

3. Every police agency should seek the enactment of local 
ordinances that establish minimum security standards for all new 
construction and for existing commercial structures. Once 
regulated buildings are constructed, oldinances should be 
enforced through inspection by operational police personn~l. 

4. Every police agency should conduct, upon request, 
security inspections of bu:sinesses and residences and recommend 
measures to avoid being victimized by crime. 

5. Every police agency having adequate resources should 
establish a specialized uni.t to provide support services to 
and jurisdictionwide coordination of the agency's crime preven
tion programs; however, such programs should be operationally 
decentralized whenever possible. 

NAC COMMENTARY EXCERPTS 

Crime prevention can be interpreted in several ways 
depending upon the type of criminal behavior to be prevented. 
In some cases, it refers to the resolution of social, psycho
logical, and economic conditions that lead to the desire to 
commit crime. In others, it concerns the elimination of the 
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opportunity for crime through the presence of police patrols and 
"Hard.ening the site U to foil commission of crime, 

While utltimate success or failure may well depnd upon 
elimination of the conditions that foster crime, the presently 
overburdened criminal justice system may be relieved by placing 
obstructions in the way of potential criminals. In addition, 
investigations can be aided by using the best methods of identi
fying criminal offenders and the property they steal. 

In many cities, police agencies have involved the public 
in crime prevention efforts through neighborhood security and 
neighborhood watch programs. These programs are designed to 
encourage people to report suspicious circumstances in the±r 
neighborhoods to the police. 

Efforts by police agencies to reduce crimes against hus
iness establishments have traditionally consisted of warnings-
once information is received or a trend is developed--to the 
particular businesses that may be victimized. Police agencies 
also frequently initiate chain-call warning systems operated 
by businessmen to alert others to shoplifters or bad check 
passers operating in the area. 

Police agencies should establish or assist community 
programs that provide crime prevention protection to business 
establishments. Written material that describes both the 
program and potential crime hazards should be prepared and dis
tributed to commercial establishments. Additionally, every 
time a police officer visits a commercial establishment or 
meets a businessman, he should be alert to opportunities for 
offering crime prevention advice. 

Robberies of public transportation vehicles in many 
urban areas have been virtually eliminated through exact fare 
or cost rules that require customers to deposit fares in locked 
00xes that cannot be opened by either the vehicle operator or 
the potential robber. Similar techniques have been adopted by 
such robbery-prone establishments as all-night service stations. 
If the number of robberies justifies the inconvenience to the 
public, police agencies should consider recommending such 
programs. 

All banking and lending institutions whose depositors 
are federally insured are required by Federal law to maintain 
so-called bait money in their cash registers. Serial number 
lists have provided necessary evidence in identifying and 
convicting apprehended robbery suspects., Police agencies should 
encourage all robbery-prone establishments to keep a supply of 
such easily identifiable cash. 

The National Crime Prevention Institute at the University 
of Louisville trains police officers to develop crime prevention 
programs, especially those based upon minimum security ordinances. 
It recommends the enactment of general ordinances which can later 
be expanded to meet local conditions. For example, ordinances 
may be restricted initially to specific commercial buildings and 
later expanded to include all new buildings and existing com
mercial establishments. 
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Lack of performance standards has l~mited e£~ect~ye 
enforcement of minimum security ordinances in the past" Questions 
such as how much pressure a one~inch dead bolt or burglary 
resistant glass must wit~Qtand must be resolved and ratings 
determined before these ordinances can become fully effective. 

In several cities crime prevention officers routinely 
advise burglarized business on security measures to avoid further 
crimes. They conduct inspections of residences and businesses 
upon request. Programs such as these are within the capability 
of all police agencies, and are an excellent means of immediately 
improving relations between the public and the police. 

Although all police agencies should develop crime pre
vention programs, agencies with more than 75 personnel may find 
that some type of jurisdictionwide coordination is required 
for training operational personnel, producing informational 
material, and in£pecting large commercial and industrial sites. 
Nevertheless, crime prevention programs should be operationally 
decentralized to the greatest extent possible. Inspections 
and enforcement should be performed by operational personnel 
familiar with the geographic area and its crime problems. Per
sonnel become more familiar with businesses and become known to 
shop owners and businessmen in their ar(9a of patrol; this pro
duces a benefit that outweighs those of using speeialists~ 

ILLINOIS COMMENTARY 

Many larger Illinois cities such as Chicago, Peoria, 
and Rockford have had effective crime prevention programs for 
some time. Rockford's Chec/Mate program, for example, has 
been in operation for 10 years. Smaller communities too have 
had success in enlisting citizen participation in preventing 
crime, as evidenced by programs such as Granite City's Crime 
Blocker program. 

All Illinois communities regardless of size can benefit 
from a crime prevention program. This fact is stressed in the 
Non-Metropolitan Standards and Goals project recently completed 
through the Greater Egypt Planning and Development Commission 
and funded by LBAA and ILBC. In establishing priorities for 
non-metropolitan communities, that project found crime preven
tion programs to be the number one area of concern. The police 
chief executive and criminal justice practitioner surveys con
ducted for the present report also emphasize the need for crime 
prevention. In a published ILBC report entitled Pubic Hearin~s 
on Crime Prevention: Report and Recommendations it is conclu ed 
that: 

1. Every police department should ini tia te a crime 
prevention bureau with officers assigned to this 
unit receiving specialized training in all aspects 
of crime prevention work. 
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It appeared to be difficult for witnesses to separate a 
crime prevention bureau from. a (police) community relations 
bureau. More often than not, the witnesses used these 
labels interchangeably while offering a variety of speci
fic examples as to the work of such a bureau. Each bureau 
should: maintain a continuous study of preventative and 
protective techniques; coordinate crime prevention work 
at all levels in the police department; work with property 
owners to insure that security techniques are being fol~ 
lowed and that the equipment is functioning; consult 
with architects in the design of commercial buildings; 
solicit people in the business and residential areas to 
become involved in the safety of the area; and, organize 
a sustained publicity campaign on latest crime prevention 
techniques. 

Other- suggestions for police departments, regardless of 
whether or not a crime prevention bureau is established, 
included: public information seminars sponsored by the 
police department utilizing the mass media and such out
side resources as ex-convicts; sensitivity training for 
police, the community and young people, which could be 
conducted in schools after the normal class day; a pro
gram to put police liaison/counselors in the public 
schools to lecture on law and order and give counseling 
and guidance as needed; and, employment of a full time 
legal advisor in every department or at least at the 
district headquarters level. While these suggestions 
place the burden of prevention on the police departments 
and call for increased police activity, the witnesses 
made them in combination with more definite recommenda
tions necessitating reciprocal action on the part of the 
community. 

The accomplishments of the Rockford, Illinois, Crime 
Prevention Unit are illustrative of what can be done by a local 
police agency to encourage citizen involvement in preventing 
crime. Follc)wing is an edited summary of that unit's programs 
compiled by Detective Marilyn Hoffman of the Rockford Police 
Department: 

Chec/Mate - a program designed for citizens who wish 
to remain anonymous when reporting a crime or sus
picious activity. The program is sponsored by the 
Rockford Area Chamber of Commerce and now has 12,500 
members. 

Operation Identification - a means of Identifying 
personal or business items of value by using an 
engraving tool to etch one's drivers license number 
and the abbreviation of Illinois into the item. 
Currently there are 4,691 participants registered with 
the Police Department. The brochures for this program 
are also printed in Spanish. 
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Reward Incorporated - a program sponsored by the 
Rockford area Chamber of Commerce in which companies 
and individuals can donate money to a fund. The 
money then is used to solicit information on 
serious, unsolved crimes and is awarded to citizens 
who respond with information that helps solve the 
crime. 

Rockford Police Department ride-along program - for 
citizens who wish to spend four hours riding with a 
police officer. From its inception in January, 1973 
to date there have been 1,318 riders, many with very 
favorable comments. One female rider in fact spotted 
a stolen automobile. 

Police Department Explorer's Post - volunteers 
off~red their services on a Saturuay and visited 
many Rockford restaurarr~s, setting up table ~ents. 
The table tents explain Operation Identification 
on one side and give burgla.ry prevention tips on 
the other. Printing costs were paid for by the 
Rockford Kiwanis Club. 

Auxiliary Police - volunteers saturated a neighbor
hood with doorknob hang-on tags that were stapled 
with the residential burglary brochure and a letter 
from the Chief urging each citizen to improve home 
security. 

Various Rockford C.B. patrol clubs - clubs patrol 
certain areas of the city as "eyes and ears" for 
the Police Department. They donate their time and 
purchase their own equipment, operating under general 
safety guidelines drawn up by the Crime Prevention 
Unit. 

Crime Prevention poster contests - two annual contests 
have been held for all 5th grade students who wish 
to participate. 

A Fencing operation - a program funded by all Rockford 
Kiwanis Clubs. The clubs donate $8,000 to the Police 
Department with the knowledge only that it would be 
used for a good cause and that it might not be success
ful. A Swap Shop business was set up as a "front" 
for a fencing operation. As a result 23 pe~sons were 
arrested and $50,000 worth of property was recovered, 
much of which has been identified by the rightful 
owners. 

Brochures - the Crime Prevention Unit has designed many 
brochures for citizen distribution. Quantities have 
been left a markets, libraries, and various other busy 
places to be handed Olut to customers. 
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Advertising ... includes TV and radio spots concerning 
crime prevention action citizens can take. Some of 
the television stations donated equal time for each 
upot that was paid for. 

Crime Prevention speaking programs and films - topics 
include: bunco, robbery, residential burglary~ busi
ness burglary, shoplifting, and internal theft preven'" 
tion. Other presentations are available on babysitting, 
Operation Identification, and Chec/Mate programs. 
These presentations have been shown to hundreds upon 
request. 

C~ime prevention programs are one of the best methods 
for improving police community relations. They offer direct 
ci ti zen t.:cwt,a.ct in a no pressure, no confl ic t s i tua tion. By 
allowing police to be seen and evaluated as people concerned 
about other people, the respect and confidence of the public 
is obtained. Consequently, the community benefits from both 
the improved relationship with its police department and a 
reduction in c'rime which results from an effective crime 
prevention program. 
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ILLINOIS STANDARD 3.3 , 

PRIVATE SECURITY INTERACTION POLICES 

Effective interaction between the private security 
industry and law enforcement agencies is imperative for 
successful crime prevention and depends to a large extent on 
published clear and understandable policies developed by the 
administrators of the interacting agencies. 

For law enforcement agencies and the private security 
industry to most effectively work within ~he same jurisdiction, 
policies and procedures should be developed covering: 

1. The delineation of working roles of law enforcement 
officers and private security personnel; 

2. The prompt and responsible interchange of information 
within sta~utory limitations; and 

3. Cooperative actions between law enforcement agencies 
and the private security industry. 

NAC CO~~ENTARY EXCERPTS 

Over the past decade, the resources devoted to both 
public law enforcement and the private security industry have 
increased as the awareness of the need for greater crime pre
vention and control has grown. National leaders have called 
upon every private citizen, institution, and business to join 
their efforts with the criminal justice system to prevent crime. 
Although a closer cooperation between the private security and 
public law enforcement spheres offers a special opportunity for 
improved crime prevention, the relationship has often been 
ignored, overlooked, or restrained. 

Recently, however, the potential of a meaningful working 
relationship between law enforcement and private security 
personnel has been recognized. To promote a positive, on-going 
relationship, formalized open interaction beteen the two agencies 
needs to be developed. On the national level, the International 
Association of Chiefs of Police and the American Society for 
Industrial Security (ASIS) have take~ significant ~teps to 
pro'vide a forum for such interaction. And in the fall of 1974, 
the Pri va te Security Advisory Council formed ~, s tanding com
mittee to study the law enforcement-private security relation
Ship. Some of the goals and objectives of this standing com
mittee are reflected in its minutes of March 7, 1975: 

Goal 2. Outline proposals to improve undprstanding and 
cooperation between Private Security personnel and 
public law enforcement officers. 

Goal 2-2. Deve10p guidelines for cooperation between 
private security and public law enforcement. 
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Because the ultimate missions of the two fields are parallel 
and, to some degree, overlap, effective interaction at all levels 
should be sought. 

To achieve this interaction 3 certain obstacles need to be 
overcome. One such obstacle--the problem of lack of mutual 
respect--was discussed at a meeting of the Private Security 
Advisory Council's Law Enforcement/Private Security Relationship 
Committee. Some of the concerns discussed at this meeting follow: 

1. Private security believes: 

a. Law enforcement does not respect them. 
b. Law enforcement is primarily concerned with 

arrests and not with crime prevention. 

2. Law enforcement believes: 

a. Private security is nonprofessional, and 
b. Private security is client-oriented and not 

society-oriented. 

What is important here is that, as long as lack of res
pect for each otherts profession exists, effective interaction 
remains an untapped resource. But the frank and open discussion 
that took place at the committee meeting is a significant step 
toward solution of the problem. Identification of weaknesses 
and areas of misunderstanding are the necessary initial steps to 
achieving greater mutual respect and cooperation. For example, 
some comments disclosed that law enforcement lack of respect is 
directed primarily at the lowest level of private security 
personnel. A major portion of this lack of respect is based on 
a substantial difference in salary levels. Therefore, general 
upgrading of private security training and salaries may offer 
one means of increasing respect. 

Another obstacle to the development of interaction can be 
attributed to existing laws. Laws often hinder the degree to 
which law enforcement agencies and the private security industry 
can interact, particularly in the area of exchange of information. 
Law enforcement and private security agencies need to voice the 
need for changing such laws. Their respective legal staffs should 
meet with others in the criminal justice system to define and 
resolve the legal constraints on information interaction. Speci
fically, private security firms should have appropriate access 
to criminal justice information and statistic systems. 

Obstacles to interaction between the two fields are not 
limited to laws and lack of respect. Other obstacles exist. 
ThrOUGh positive interaction, all such obstacles can be identi
fied and policies developed to help surmount them. Only through 
the formulation of clear, understandable policies can effective 
cooperation occur. 
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One area in serious need of formal guidelines to promote 
effective interaction is that of crime reporting. In this 
respect, several questions are raised. Should private security 
personnel be required to report crime like ordinary citizens? 
Should they report all crime to police? Who should be given 
credit for an important arrest, the law enforcement or priVate 
security party? These are questions that need to be resolved 
through the mutual efforts of the law enforcement and private 
security sectors. 

Although the positive efforts and good will of those 
employed in law enforcement and private security will promote 
some level of interaction, there is still a need for clear 
policies to provide an ethical, legal, and professional frame
work to channel such interaction. Henry Armstrong, in his 
article in "Security Management", sums up the situation well: 

First of all we should reach an acceptable under
standing as to who and what industrial security 
men are, then we should consider appropriate ways 
of improving the liaison between police and in
dustry officers. FinalJy, we should recognize how 
effective liaison between the two groups can help 
the individual communities •.• 

Law enforcement and private security efforts working 
together enhance each other's role and ability. Citizens in
directly benefit through more "eyes" on the streets, better 
and faster handling of persons committing criminal acts> and 
closer observation of those persons who may intend to commit 
criminal acts. In short, effective interaction can produce 
a greater degree of safety and security for the community. 

Policies provide the necessary guidance for achievement 
of an organization's goals and objectives. Effective manage
ment calls for the establishment of a sense of direction; 
written policies provide this direction. Without established 
policies, confusion and uncertainty arising will hamper progress 
and d)sired objectives are not met. 

Procedures provide further direction. Policies concern 
broad performance directives; procedures furnish specific 
guidelines for performance. Policies and procedures are the 
steps necessary to achieve objectives. For example, with the 
objective of increasing arrest rates, a police agency would 
adopt a policy of providing prompt response to all calls. 
Several procedures would then be established to ensure prompt 
response. These procedures might include the use of deployment 
forces, personal alarms, computerized data retrieval, and so 
forth--all these steps provide prompt response and, at the same 
time, achieve the desired ojbective of increasing arrest rates. 
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Clearly the need for ~nteractiQn between the pr~vate se
curity and law enforcement spheres is acknowledged by profes.
sionals in both fields. In developing the necess~~y policies 
and procedures for the TIlost effective working relationship, 
all possible duties, responsibilities, and interrelationships 
of the public and private agencies involved should be considered 
in order to provide written directives covering all areas of 
operation. 

Although the ultimate responsibility for the development 
of policies and p~ocedures rests with management personnel, 
input from all levels should be encouraged and evaluated. This 
input can be gathered through surveys conducted by both fields 
during the liaison phase. Further, a law enforcement liaison 
officer with a good understanding of private security opArations 
can hasten the process of developing goal-oriented policies and 
procedures that are understandable and acceptable to both sectors. 

The roles of both law enforcement officers and private 
security personnel should be clearly defined. A clear under
standing of duties, responsibilities, and limitations is essen
tial to goal-directed performa .• ce. In the absence of policies 
and procedures, the individual may be forced to develop a per
sonal policy that differs from what is expected or desired. 
Clearly written policies and procedures clarify the delineation 
of roles and lead to unity of purpose and coordination of effort 
at all performance levels. 

To achieve a delineation of roles, law enforcement and 
private security administrators within a jurisdiction should 
inventory and develop the services they are capable of deliver
ing. This process should be done at the exe~utive level, where 
decisionmaking power rests. Executives frQm both fields s~ould 
examine this inventory for: 

1. Duplication of services, 

2. Crime prevention and deterrent activities, 

3. Crime detection and investigatory services, 

4. Jurisdiction and authority, and 

S. Areas lacking the needed law enforcement and private 
security services. 

Duplication of services is not in itself negative when 
referring to protection. It does, however, pose a question as 
to whether duplication can be eliminated without the public or 
private entity suffering a decrease in crime prevention or 
other services. 
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Crime prevention and deterrent activities have long 
been the dominion of the private security industry. Law 
enforcement agencies have only recently entered this area, of
fering programs such as the marking of property, and providing 
residential security inspections, Police administrators should 
evaluate the prevention and detection programs operated by the 
jurisdiction's private sector to ascertain if these programs 
have caused displacement of criminal activities Tequiririg re
assignment of law enforcement personnl, and if police coopera
tion in these programs would ensure greater success, 

Local crime detection and investigatory services should 
be inventoried to determine if there are local agencies pos
sessing detection or investigatory capabilities that could 
complement law enforcement criminal inv6stigations, particularly 
in areas such as securities, computers, or multistate offices. 
Likewise, law enforcement agencies should provide information 
or supply supportive services (such as use of crime laboratories) 
if such cooperation would result in the arrest of persons sus
pected of ccmmitting crimes against the public (as opposed to 
aid in private cases such as divorce). 

JU'"sdiction and authority limitations sh0uld be deter
mined and laade known to line officers as rapidly as possible, 
Law enforcement officers often must carry out duties on private 
property, and they need clarification of legal issues when that 
property is protected by private security systems and when 
private security personnel initiate the call for service. 

When the inventory of services is completed, a compre
hensive overview should make it clear as to who is handling 
what situations and how they are to be handled. Police and 
security executives should then ask: Where are the weak spots? 
What additional services should be offered? Who can best fill 
in the weak spots in the battle against crime? When the answers 
to these questions are ascertained, policies and procedures 
understandable by all parties should be formulated. 

Because crimes often are solved by a good informant or 
a vital piece of data on a particular modus operandi, a two
way flow of information needs to be intitiated in the interests 
of cooperative action. Every law enforcement officer is aware 
of suspects who are set free because the information necessary 
to place or sustain charges was not available. There also are 
tragic stories of citizens shot by private security guards 
hired and armed by employers unaware of previous convictions 
against the guards for offenses such as assaul~ with a deadly 
weapon or even murder. In a climate and at a time when sources 
of information and intelligence are being shut off by legis
lation, it has become urgent for law enforcement and private 
security agencies to pool their efforts to ensure an on-going 
and useful interchange of information. 
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Because the law enforcement and private security fields 
generally provide services and not tangible products, it is very 
important that they maintain an adequate information gathering 
and processing system. Such a system is valuable not only for 
showing the public or employe"!' what has been accomplished but 
also as a valuable tool for planning and future allocation of 
resources. Results of good information gathe-ring ca.n provide 
an overall crime picture, and adjusted crime occurrence map 
of the jurisdiction, an indicator of real versus perceived 
enforcement, requirements, and a management tool for both law 
enforcement agencies and private security services that could 
be helpful in obtaining additional manpower, funding, citizen 
participation, and specialized training. 

The exact nature of the policies and procedures to be 
developed depend on local circumstances. Dennis T. Brennan, in 
his book, The Other Police, outlines some of the types of coop
erative arrangements found in the Cleveland area. A listing of 
these programs is offered for illustrative purposes. 

Municipal Police 

Respond to calls for aid. 
Permit installation of direct dial or central station alarms. 
Exchange information. 
Complete private security investigations. 

Private Security Forces 

Report suspicious persons and circumstances. 
Assist in traffic control around private property. 
Act as extended "eyes and ears" of police. 
Assist in making arrests. 

An inherent fact in these cooperative efforts is the 
meeting of private security and law enforcement personnel to 
work out a meaningful commitment for the common goal of crime 
reduction. This positive interaction means that law enforce
ment administrators have made a decision to assist private 
security concerns. Such cooperation and interaction would 
result in increased protection provided to the individual being 
serviced and also greater security for the community. 
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ILLINOIS STANDARD 3,4 
.. ; • ( • i 

SURVEY AND LIAISON WITH PRIVATE SECURITY 

Law enforcement agencies should conduct a survey and 
maintain a current roster of those private security industry 
components operating in the a.gencies'l jurisdictions and 
maintain liaison with them. 

NAC COMMENTARYEX'CERPTS 

Existing relationships between the public law enforce
ment and private security sectors range from close working 
arrangements to limited and sometimes strained contacts. Often 
law enforcement agencies are unaware of the extent or nature 
of private security operations within their jurisdictions. Many 
times private security services are unaware of correct crime 
reporting procedures or do not know the proper agency to con
tact for assistance. Regular liaison between law enforcement 
and private security agencies within a jurisdiction can elimi
nate these problems and lead to a mutually productive working 
environment and, further, to greater crime prevention and 
reduction capabilities. 

For law enforcement agencies, the benefits of the 
establishment of formal liaison enhance the delivery of police 
services. Through liaison, the potential for positive cooper
ative measures can be explored, and those that are found to be 
feasible can be implemented to obtain greater law enforcement 
effectiveness. The private security sphere would also benefit 
from the increased guidance and flow of information resulting 
from regular liaison. The Institute for Local Self Government 
stated in their report on the California private sequrity in
dustry, "Lacking the prerogatives of full police power, many 
private security operations find public law enforcement liaison 
to be an absolute necessity." 

Recognizing the important potential benefits of inter
communication between law enforcement agencies and the private 
security industry, this standard recommends that law enforcement 
agencies conduct periodic surveys of the nature and extent of 
private security operations in their jurisdictions. These sur
veys would be a first step toward effective liaison. 

Much of the success or failure of law enforcement/private 
security relations in a given area depends on the selection of 
liaison personnel. For this reason, the individual assuming 
this duty should possess certain skills and knowledge. As 
private security liaison, a law enforcement officer should be 
able to deal with Owners of private security companies or re
presentatives of national and/or international private security 
operations. The officer shoUld, therefore, be of a high enough 
rank to be on an equal footing with the private security contacts. 
Private security executives may hesitate to confide in a patrol 
officer, regardless of competence, simply because they feel the 
officer is at too low a level in the power structure to effect 
any action. 
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The law enforcement officer selected for liaison also 
needs to be knowledgeable about the functioning of the private 
security industry. This representative should not only develop 
a working knowledge of all la,'ls and registration requirements 
applicable to private securi ty operations, but also understand 
the workings of a contract guard company, an armored car company, 
an alarm company and central station, and their related technical 
problems, as well as be familiar with the operations of pro
prietary security organizations. 

One other realistic consideration should be given to the 
selection of the law enforcement officer responsible for liaison. 
The job should be given to an officer in midcareer who is aware of 
his or her advancement potential in the agency. An individual 
near retirement or near the highest probable level of advancement 
may be inclined to accept a position with a private security 
operation desiring the contacts, knowledge, and skill the of
ficer can offer. 

The exact duties of the liaison officer and the amount of 
time required can be more clearly discerned after contact with 
the private security industry yields an awareness of their local 
needs. Initially, however, the officer should prepare, with 
direct input from the chief law enforcement official, long-and 
short-term goals for liaison and procedures to be followed to 
achieve them. In developing these goals, the chief and the 
liaison officer should discuss and determine what the agency 
can and cannot do to aid the private security industry. 

Private security operations also are encouraged to select 
at least one individual to work in a liaison capacity with law 
enforcement agencies. Here again a great degree of care should 
be exercised in the selection of liaison personnel. If mutual 
trust and rapport are to be achieved, the person selected should 
be knowledgeable about phases of the private security operation 
and have a working knowledge of law enforcement activities and 
operations. The liaison representative should use restraint in 
requests for assistance from law enforcement personnel as a 
measure to avoid withdrawal of the agency from the program. 

Regardless of the method chosen for conducting the survey, 
the following data should be obtained: 

1. Type and size of security operations, 

2. Whether security personnel are armed, 

3. A list of all client services. 

4. A list of key command personnel, and 

5. Special services needed from law enforcement agencies. 
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When the survey is completed and the data analyzed, 
the law enforcement agency should arrange channels of com~ 
munication. These activities might include a meeting between 
the law enfotcement and private security agencies. This meet .. 
ing might include several persons and an address by the chief 
law enforcement official or might simply be an individual 
meeting of the liaison officer and private security executive 
at his place of business. Private security organizations 
could similarly organize an informal or formal meeting with 
law enforcement personnel) possibly including addresses by 
various executives of the private security industry. When 
this step is completed, the groundwork will have been laid 
for interaction, cooperation, and increased protection of 
the community. 
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ILLINOIS STANDARD 3.5 

LAW ENFORCEMENT TRAINING IN PRIVATE SECURITY 

Public law enforcement officials should know the function 
and potential of the private security industry. Police training _ 
programs should include appropriate presentations on: 

1. Role and mission of the private security industry. 

2. Legal status and types of services provided by private 
security companies. 

3. Interchange of information, crime reporting, and 
cooperative actions with the industry. 

4. Orientation in technical and operating procedures. 

NAC COMMENTARY EXCERPTS 

If there is to be formalization of any type of relation
ship, the first step should be a training program that reaches 
all ranks of law enforcement and private security personnel. 
The program should define the respective roles of each group, 
as well as their contacts with each other. 

To provide the optimum dissemination of information about 
private security functions, training requires a multilevel 
approach. Law enforcement personnel at various responsibility 
levels have differing informational needs. A model training 
program on private security should consist of recruit and super
visory-level instruction~ and on-gOing instruction for all law 
enforcement ranks. 

The goal of recruit training is to provide a general 
familiarization with private security services. The length 
of this training should be tailored to the local situation, with 
time alloted, as necessar~ to ensure adequate coverage of all 
subjects. 

A format for development of instructional areas that 
should be covered in recruit training follows. Instruction 
sub-areas can be developed as appropriate. 

The private security industry: Who and what it is. 
Role and mission of the security industry. 
State and local laws affecting the security industry. 
Authority of private security personnel. 
Field-level relationships with private security personnel. 

When this phase of instruction is completed, the law 
enforcement patrolman will be able to deal more effectively 
with private security personnel encountered during daily duties. 
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The goal o£ training in private security for law enforce
ment superv~sors ~s to prepare them to deal w~th security 
management counterparts or executive~level private security 
personnel, as well as to handle private security request and 
referral activities. Training for law enforcement supervisors 
should enhance the knowledge already gained in recruit-level 
training. Law enforcement supervisors and detectives would be 
working with upper-management-Ievel private security personnel 
and need to know how to relate to these individuals and their 
needs. They must be prepared to handle requests for informa
tion interchange, crime reporting on requests for investiga
tory services, and cooperative actions. These topical areas 
should adequately meet day-to-day operational i'nteractions of 
local law enforcement and private security personnel. 

A format for supervisory instruction follows. Only 
general headings are given, because development of various sub
headings may vary for specific jurisdiction. Much of the course 
content also may depend on the developed policies and procedures 
of a particular law enforcement agency relating to private 
security services. 

Interchange of information. 
Crime reporting and channeling. 
Cooperative actions. 
Role and mission of the private security industry. 
Management-level relationships with private security 
personnel. 

Interchange of information is a course designed to improve 
the flow of information between law enforcement and private 
security agencies. The course should inform law enforcement 
supervisors about the types of information obtainable from pri
vate security sources and the information law enforcement agen
cies can legally make available to private security services. 

Crime reporting and channeling refers to activities re
ported to law enforcement agencies by private security sources. 
This area is both important and delicate, because most private 
security personnel want to protect their employer's reputation. 
Businesses may have policies that pertain to the reporting of 
crime. Where legal and possible, law enforcement agencies should 
honor these policies. Instruction in this area, among other 
things, would cover how to properly give credit for reported 
criminal activities to the appropriate criminal justice system 
section for action. 

Instruction in cooperative action could be combined with 
material covering management-level relationships. The two areas 
are closely related but do have basic differences. Cooperative 
action should primarily outline department policy on the extent 
to which the agency Gould jointly work with private security 
operations. Successful examples of cooperative actions, and 
suggestions for locally implementing those actions, could be 
included. Management-level relationships, on the other hand, 
should cover joint planning, ethics, and other appropriate 
subjects. 
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Role and mission of the private security industTY should 
expand the general informational course offered at the Tecruit 
level. It would serve as a refresher course for the supervisor 
and should develop in greater detail the specific private security 
operations within the jurisdiction. 

The goal of orientation in technical and operating pro
cedures is to provide a necessary, although limited, under
standing of the types of security equipment currently used in 
the jurisdiction and of some fundamentals on how private security 
systems operate. All law enforcement officers should receive 
this training. The depth of course content should be limited 
to orientation in the type of alarm systems and other security 
systems the law enforcement officer may be reasonably expected 
to encounter. Further, the training should impart a general 
knowledge about private security operating procedures, i.e., 
if an alarm sounds, does the alarm company respond to it? This 
portion of the training should not attempt to disclose all 
procedures of all private security operations within the juris
diction, because such disclosure conceivably could imperil the 
security of various businesses and companies. 

On-going training refers to nonformal, nonclassroom train
ing for all law enforcement personnel who are active in day-to-day 
operations. The areas selected for on-going instruction dealing 
with private security should include th~ impact on law enforce
ment of: 

1. New laws pertaining to private security services, 

2. New private security technology, and 

3. New private security procedures. 

Instruction in these areas can be achieved by rollcall training, 
special order, training bulletins, or monthly commander'S call. 

A training tecp~ique that should be maximized at all 
levels is the use of private security personnel as instuctors. 
In addition to the use of existing expertise, this practice can 
enhance law enforcement officers' perception of their counter
parts. Also, formal presentations by private security personnel 
should be followed by informal learning situations~ giving all 
levels of personnel from both sectors a chance to get to know 
each other on a less restricted basis and to freely exchange 
ideas. Finally, law enforcement should consider including 
private security personnel as students where feasible and per
missible. Face-to-face encounters between private security 
personnel and law enforcement officers can help enhance the 
relationships at all levels within a jurisdiction. 

The multilevel approach of training law enforcement 
personnel to understand the work of the private security industry 
is very important. By removing common misconceptions and stereo
types, the two forces can achieve the understanding necessary 
for coordinated crime-reduction efforts. 
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ILLINOIS STANDARD 31 6 .... 

MISTAKEN IDENTI'!:Y OF PRIVATE SECURITY PERSONNEL 

Title terms, verbal representations, and visual items 
that cause the public to mistake private security personnel 
for law enforcement officers should be eliminated; security 
companies should ensure that their personnel and equipment are 
easily distinguishable from public law enforcement personnel 
and equipment. 

The State of Illinois should develop regulatio \ covering 
use and wear of private security uniforms, equipment, company 
names, and personnel titles that do not conflict with those in 
use by law enforcement agencies within the State, 

NAC COMMENTARY EXCERPTS 

Citizens seldom realize that their own powers of arrest 
and detention are equal to those of security officers. Uniforms 
give security officers the appearance of authority, which often 
gains the consent and cooperation of others. But this raises a 
question: Does wearing a uniform imply authority of a private I 
employed agent of a private entity or the authority of a uni-. ', 
formed agent of a governmental agency? 

There can be no doubt that uniforms are necessary to 
private security personnel. However, the use of uniforms~ 
badges, insignias, titles, vehicles, and other equipment similar 
to thos e us ed by" law enforcement agencies has 0 ften caused 
problems of mistaken identity. These problems usually can be 
traced to four causal factors. First, the public fails to 
closely examine or educate themselves in the identity of uni-· 
formed persons and equipment and who they represent. The 
public often cannot differentiate between local law enforcement 
uniforms and equipment purchased with their own tax dollars and 
privately uniformed and equipped security guards. A second 
factor adding to confusion is caused by public law enforcement. 
practices. Law enforcement agencies have consistently purchased 
uniforms that differ from jurisdiction to jurisdiction. The 
sole exception is the State law enforcement 6gecnies. Third, 
the private security industry contributes to mistaken identity 
problems by using uniforms and equipment similar to those used 
by local la,'I enforcement. The industry realizes the effect or 
uniforms on the public and, therefore, imitates as closely as 
possible local law enforcement uniforms. Finally, the problem 
of mistaken identity is magnified by unscrupulous securityc 
personnel and private detectives and investigators who impel:'- I 
sonate and misrepresent themselves to the public. ~ 

It is recommended that verbal and visual items causing 
mistaken identity be eliminated. The intent is not to take 
private security guards out of uniform, but simply to replace 
those items creating problems with others that would not create 
problems. Some specific suggestions for distinguishing private 
security forces without causing confusion follow. 

." 
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Security personnel should be required to wear name tags 
for two reasons, First, when a citizen is confronted by a 
uniformed individual, establishment of the identity of this 
indivldual in the clearest possible fashion is a basic premise 
supported by all professionals. A name tag clearly identifies 
a uniforliLed person otherwise indistinguishable from others 
similarly attired. Second, a uniformed individual is less 
likely to misrepresent himself if required to wear a tag 
bearing his true name. Private security personnel not wearing 
name tags would become suspect of attempting to conceal their 
identify. 

Another way to clearly identify pers()us in uniform is to 
require shoulder patches of a uniform color~ size, and design. 
The wording on the patch should be limited to the name of the 
private security employer. No design should be allowed. In 
the past, certain companies have used on shoulder patches 
words such as "police" or the name of the community in which 
they do business. Designs similar to State or city seals have 
been used. These practices tend to confuse the public, because 
law enforcement officers wear similar patches. 

In regard to equipment, private security vehicles should 
bear no resemblance to those used by law enforcement agencies 
within the same jurisdiction. Similar colors and color patterns, 
emergency light arrangement, and positionjng, shape, and wording 
of any company logo should not resemble those used by local law 
enforcement agencies. All other equipment should be evaluated 
for possible conflicts. 

One other item necessary to the pr.ivate security uniform 
is a tag that clearly indicates the individual's capacity, such 
as I1security offic6r~" "security technician,lI and so forth. 
When a title is spelled out on the uniform, little doubt remains 
as to the status of the uniformed individual. 

The term "police," "law enforcement," "special police,ll 
and the name of the local city, county, or State should not 
appear on uniforms, insignias, or vehicles of a private security 
company. 

These changes would hopefully make private security per
sonnel readily distinguishable from law enforcement officers, 
thus reducing public confusion and other problems resulting 
from mistaken identity, and improving the relationship between 
law enforcement and private security agencies. 

This report recommends that the following actions be 
initiated to deal with these problems: 

1. States should deny the use of advertisements that are 
designed to mislead or confuse the public and in which 
personnel t;'tles or job or agency functions could be 
confused with those of law enfocement agencies. 
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2. All private security uniforms that are not cut along 
civilian clothing patterns should be of a color 
designated by the StRte. The color should be dif
ferent from law enforcement colors •. This stipula
tion may necessitate a change in uniform color by 
some law enforcement agencies. 

3, Private security personnel should have a patch of 
designated size, shape, and color bearing only the 
name of the employer. This patch should be affixed 
to both shoulders of any coat, shirt, or jacket. 

4. A tape identifying the security function performed by 
the individual should be worn on the uniform. This 
tape should match the color of the shoulder patches. 

S. All security personnel in uniform should wear name 
tags matching the color of shoulder patches and job 
description tapes. 

6. In no case should the word "police" or the name, em
blem, or seal of a State, county, or city appear on 
any uniform item or commercial paper, with the ex
ception of proprietary operations where such a name 
belongs to the company or corporation. 

A most important considera';ion involves badges worn by 
private security personnel. Metal or metal-like badges are 
used by law enforcement officers as a readily understood symbol 
of authority and power, clarifying the right of the officer to 
act in various situations. The metal badge further identifies 
the law enforcement agency that the bearer represents. When 
private security personnel also wear metal or metal-like badges, 
the false impression is created that their authority is equal 
to that of public law enforcement officers. For this reason, 
no metal or metal-like badge should be issued to private security 
personnel. 

If, however, private security representatives maintain 
that metal badges are intrinsic to their function, any metal 
badges permitted should be of a configuration unlike those 
used by law enforcement 0fficers. If badges are worn, they 
also could be made of cluth. 
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lLL'JNOlS' STANDARD '3 .. 7 
; t 

LAW 'ENFORCEMENT PERSONNEL SECONDARY EMPLOYMENT , 

Law enforcement administrators should ensure that 
secondary employment of public law enforcement personnel in 
the private security industry does not create a conflict of 
interest and that public resources are not used for private 
purposes. 

No law enforcement officer should be a principal or 
manager of a private security operation. 

Law enforcement officers should be strictly forbidden 
from performing any private investigatory work. 

NAC COMMENTARY EXCERPTS 

Secondary employment (commonly referred to as moon
~ighting) by law enforcement personnel is one of the foremost 
problems facing the contemporary law enforcement administrator. 
Yet, as common as it is, the extent of secondary employment is 
virtually impossible to accurately measure. Only a limited 
number of studies, in isolated areas, have been undertaken to 
determine the number of policemen moonlighting. 

In spite of the lack of statistical data setting out the 
specific number of law enforcement personnel who have secondary 
employment across the Nation, there seems to be no question that 
a large percentage of police officers do in fact moonlight and 
that many problems arise because of this activity. 

Initial problems associated with moonlighting arise 
because of law enforcement officers' primary obligation to 
their departments. Circumstances may develop in secondary 
employment that would prohibit officers from giving their full 
time and energy to the department. An officer employed in a 
secondary occupation may be unavailable in a public emergency, 
thus breaching his or her official oath and creating a serious 
problem. 

Dividing loyalties between the police department and a 
secondary occupation may affect a moonlighting officer's obli
gation to the department. A law enforcement officer's job is 
important and delicate and demands alertness at all times. 
Secondary employment can have an adverse effect on an officer's 
obligation to the department and to the public: Alertness may 
be jeopardized by lack of adequate physical and mental rest 
between shifts. Impaired judgment and reflexes brought on by 
montI,\s of 16-hour work days can jeopardize the lives of law 
enforcement partners and fellow officers. The public may also 
be placed in danger if the officer has not had sufficient rest 
time to be alert for his primary job--Iaw enforcement. 

Finally, a law enforcement officer has an obligation to 
help upgrade the department's image. Secondary employment in 
certain areas--for example, a business associated with alcohol-
could have a degrading effect on the law enforcement dep~rtment's 
image. 
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The second set of general problems deal with the question 
of liability. If a law enfo~cement officer is :injured while 
moonlighting and is una,ble to function in his or her primary 
occupation; a question arises as to who would pay compensation-
the law enforcement agency, the secondary employer, or both. It 
is unfair to expect taxpayers to help to compensate for an in
jury sustained during off-hours emplGyment. 

A question also arises over who is liable for law enforce
ment personnel's actions against persons or property of others 
during moonlighting time. Because a law enforcement officer may 
take an oath to perform 24-hours-a-day duties, some argue that 
the municipality and law enforcement agency may be held liable 
for the officer1s acts. 

More serious problems may occur when private security 
work becomes a moonlighting law enforcement employee's secondary 
job. These problems also might arise with other secondary occu
pations but can best be discussed by referring to examples found 

~ in the private security industry. 
For example, an off-duty law enforcement officer with a 

secondary job requiring that he protect certain private property 
may observe a public wrong being committed across the street. 
He must then decide whether to disregard his obligation to his 
secondary employment or forget his primary obligation as a law 
enforcement officer. Whatever decision is made, one employer is 
not receiving the job performance the officer is paid for. 

Another serious problem arises because of the appearance 
of law enforcement officers as authoritarian figures and is ~ 
particularly prevalent when a policeman moonlights in private ~ 
security work. Normally, private security personnel have the 
same legal powers as do ordinary citizens. Off-duty law enforce-
ment officers are often hired for private security jobs because 
their appearance, with their law enforcement equipment, badges, 
and uniforms, indicate they are vested with greater powers than 
ordinary guards. Thus, the public is led to believe that the 
company rules and regulations enforced by an off-duty law enforce-
ment officer are supported totally by local laws. 

A similar image problem arises because law enforcement 
officers performing private security functions may subject :bheir 
departments to public degradation and unnecessary criticism. 
For example, taxpayers may see uniformed law enforcement officers' 
directing traffic or checking personal property at private bus
inesses, such as quickorder restaurants, discount shopping centers, 
or banks, and believe that their taxes are being used for officers 
to aid private business and not the public. 
. Another serious problem is that of the temptations for 
public law officers to engage in official misconduct. Disclosure 
or exploitation of confidential information is a security prob~em 
facing any law enforcement department. The problem is even more 
serious when law enforcement personnel are also working for pri
vate businesses that could use the same information, 
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Law enforcement agencies are daily practicing a form 
of financial brinksmanship with tax dollars by allowing their 
personnel to take secondary private security employment. Un
less questions concerning liability for false arrest, injury, 
or death are resolved before a law enforcement officer accepts 
a private security position, the taxpayer may end up under
writing the cost of a damage award against a law enforcement 
agency stemming from an incident occurring in the course of 
the law enforcement officer's secondary employment. 

A law enforcement officer's secondary private security 
employment should be divorced from any relationship with his 
official law enforcement capacity. Where States and municipal
ities have licensing and registration requirements pertaining 
to private security services, they should be adhered to by law 
enforcement personnel. In this way, there can be little like
lihood that the officer's agency, and indirectly the taxpayer, 
could be held liable for damages resulting from the officer'S 
misconduct during the secondary employment. 

The best way to deal with'the liability question i~ 
through ordinance or statute--i.e., no law enforcement officer 
shall be insured against false arrest or general liability by 
the law enforcement agency while secondarily employed off duty; 
a law enforcement officer shall be considered as having only 
those powers of arrest and detention accorded to any other 
citizen while off duty. Wording such as this would eliminate 
liability on the part of the law enforcement agency for the 
actions of its officers who are also employed in private se
curity work. Finally, it would clearly spell out to the law 
enforcement officer where liability rests for his actions. 

Steps should be taken by law enforcement administrators, 
government bodies, and citizens to ensure that they would not 
be liable for actions of law enforcement officers while en
gaged in secondary employment. These steps should include 
eliminating practices that endanger tax dollars, passing cor
rective ordinances or statutes, and voicing objections to 
questionable law enforcement practices. 

The case of Burke v. State, 47 S.E. 2d 116 (1957) re
affirms that it can be considered a breach of law enforcement 
duties to serve private clients, investigate private disputes, 
and support a client's case in or out of court. The law en
forcement officer cannot serve two masters, and the information 
obtained as a law enforcement officer should not be disclosed 
to a private client, or vice versa, 

The courts also have recognized the problem inherent in 
moonlighting and have upheld the validity of regulations pro
hibiting off-hours employment that would conflict with a law 
enforcement officer's duties or would otherwise be incompatible 
with the officer's primary employment. Flood v. Kennedy, 12 
N.Y. 2d 345 (1961), upheld a municipal rule of New York City 
that precludes policemen from engaging in ouiside occupations 
except when suspended without payor on vacation or other leave. 
Chief Judge Desmond's opinion states that "the rule is essential 
or at least appropriate to implement the .. Commissioner's control 
of a tightly disciplined group of employees with special duties 
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and nbligations to protect the safety and order of the city and 
to be available to cope with emergencies." 

State v. Denny, 118 Ind. 449 (1963), points out that the 
chief function of the police officer is to aid in the enforce
ment of local police regulations and that they are paid for 
such services by local taxpayers. The cas~ als~ held that police 
powers and equipment were not to be used for any purpose other 
than municipal use. Other cases concerning this problem in
clude Hopewood v. Paducah, 424 S.S. 2d 134 (1965), which limits 
the total number of hours that a policeman can work during one 
week, and Jurgens v. DavenEort, 249 10. 711 (1958), which upheld 
a restriction against outslde employment and a city ordinance 
that stated a police officer could not receive compensation 
from any outside source. There are countless other cases that 
directly or similarly relate to those cited. 

A 1964 opinion rendered by the Iowa Department of Public 
Safety also condemns and restricts public law enforcement officers 
from moonlighting in the private detective business. In addi
tion, the opinion does not allow the use of police equipment, 
police uniforms, or of similar uniforms in the business of pri
vate security. A Michigan attorney general's opinion concurs 
with this second point. 

All law enforcement administrators have an obligation to 
develop and maintain controls over the behavior of their per
sonnel. Clear policies should be developed concerning secondary 
employment. Law enforcement administrators should formulate and 
enforce policies that provide appropriate restrictions and regu-
lations covering secondary employment in private security work • 
by their department personnel. Specifically, controls should be 
exercised in regard to law enforcement personnel employed as 
guards, principals, or managers of private security operations. 
Chief law enforcement officers must ensure that none of their 
personnel is performing private investigatory functions. By 
taking active steps in this direction, law enforcement adminis-
trators would be protecting the public interest, as well as the 
law enforcement department and its employees. 

More than just the question of use of a duty uniform and/or 
service weapon or the exercise of police powers is involved when 
a law enforcement official becomes a principal or manager of a 
private security operation. Every on-duty decision made by the 
official needs to be examined for any indication of improper 
motives. If an official acts in a manner appropriate with the 
facts in a given situation, but is later questioned because of 
his private security interests or position, the reputation of 
both the individual and the employing law enforcement agency may 
be irreparably damaged, despite the fact that the official acted 
in genuine good faith as a law enforcement officer. 

A review of several specific problems concerning the 
propriety of law enforcement officials acting as principals 
in private security operations illuminates those areas in which 
unfair advantage ~nd conflict of interests lie . 
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First, law enforcement officials who are principals or 
managers of private security operations may be tempted to use 
law enforcement resources in their private business activities. 
Among these resources would be criminal justice information, law 
enforcement technical services (e.g., crime lab, ballistics), 
clerical assistance (e.g., typing reproduction, case prepara
tion), and, on a larger scale, as mentioned in the previous 
standard, law enforcement equipment. 

Law enforcement officials who are principals or managers 
of private security operations may be tempted to withhold law 
enforcement services, may fail to act, or may act in such a 
manner as to favor their private security interests. An example 
of withholding services or failing to act would be the law 
enforcement official who, when notified by a firm of a suspected 
embezzlement, informs the firm that the law enforcement depart
ment does not make that type of investigation. An example of 
acting to favorably affect the private security interest could 
occur when a law enforcement officer at a policy or decision
making level governs law enforcement action to best serve the 
private interest. 

An atmosphere of unfair advantage is often engendered by 
the law enforcement official's use of his police identity to 
generate more private business. When prospective clients learn 
that one or all of the principals and/or managers of a private 
security operation are off-duty law enforcement officials, 
they may get the impression that they will receive the attention 
of the private security staff plus the resources of the public 
law enforcement agency. 

Finally, a law enforcement official who is a principal 
or manager of a private security operation could solicit 
business from victims of crime. In an attempt to prevent a 
recurrence, these victims may ask law enforcement officials how 
to better protect themselves. The law enforcement officer with 
private security connections could then recommend the private 
operation at interest. 

One particular job within the private security industry 
is consistently inappropriate for law enforcement personnel 
to hold as secondary employment: private investigator. It is 
almost impossible for a law enforcement officer to perform pri
vate investigatory functions as secondary employment without 
creating a conflict of interest. 

An explanation of successful investigatory work clearly 
indicates why it is such a highly objectionable secondary job 
for law enforcement officers: Good investigators must be able 
to gather information. They need to develop sources. Sources 
can be people or agencies and institutions. Good investiga
tors need to be resourceful when obtaining needed information. 

Information available to a private investigator depends 
on the individual's ability to ferret out facts from all 
possible sources. A good investigator will try to develop a 
contact inside a law enforcem~ht agency to obtain arrest and 
conviction data, information from field investigations, finger
print checks, or National Crime Information Center Checks. 
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A law enforcement officer working off~duty as a private investi
gator might be tempted to use law enforcement information and, 
thus, would be able to deliver better service than a private 
investigator without access to such information. This action 
would be both improper and unprofessional, 

. Other aspects of good private investigatory work include 
surveillance and undercover work. The public nature of law 
enforcement appears to make private surveillance by a public law 
enforcement officer inappropriate. A citizen might file a de
famation-of-character suit against a city, law enforcement agency, 
or officer by claiming that surveillance conducted by an off-
duty law enforcement officer working as a private inves.tigator 
gave others the impression he was the target of a law enforce
ment crimind1 investigation. 

With regard to undercover work, a solid case might be 
lost because an officer, in pursuit of public duties, by chance 
comes into contact with those persons he has been deceiving 
during his off-duty time. A case might be lost in the courts 
because the requirements for adequate safeguards of an individual's 
rights were not adhered to by the officer believing that, because 
he was acting in a private capacity, they need not apply to him. 

A situation especially subject to conflict, of interest is 
created by private investigators I use of informants. Informants 
are as necessary a tool to a private investigator as they are to 
a law enforcement officer. A law enforcement officer moonlight
ing as a private investigator would certainly be tempted to use 
his law enforcement informants, because the CUltivation of an ~ 
informant is a lengthy and expensive process. In his private ... 
work the law enforcement officer would have neither the time 
nor the money to develop a second set of informants. 

Law enforcement office);'s should not be denied secondary 
employment in any jobs where a conflict of interest or unfair 
competition are not created. Private investigatory work is one 
of the few jobs where conflict of interest is present because 
of the nature of the job and is, therefore, inappropriate for a 
law enforcement officer. The only effective way to ensure that 
the integrity of law enforcement agencies and law enforcement 
officers is maintained and citizens' rights protected is to ban 
law enforcement officers from employment as private investigators. 
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ILLINOIS RECOIvIMENDATION 3.8 

INTERRELATIONSHIP OF PUBLIC AND PRIVATE POLIOE AGENCIES 

It is recommended that an Illinois research study be 
conducted by the Illinois Association of Chiefs of Police, and 
the Illinois Sheriff's Association, to determine the duties, 
responsibilities, and interrelationships of public and private 
police agencies, and to develop mechanisms to enhance their 
cooperative delivery of police services. The goal of the 
research effort should be to improve working relationships 
among public police agencies at all levels of government and 
between public and private police. The study should focus 
on all agencies whose employees engage in police-related 
duties, whether as sworn policemen possessing full peace. officer 
powers, special purpose police with limited or specialized law 
enforcement responsibilities, or private police performing only 
security functions. 

NAC COMMENTARY EXCERPTS 

Although the formal responsibility for crime control in 
this country rests with the traditional criminal justice system, 
many other organizations and citizens are involved in reducing 
and preventing crime. Indeed, the sheer magnitude of crime in 
our society prevents the criminal justice system by itself from 
adequately controlling and preventing crime. The cooperative 
efforts of every citizen, business, and institution are needed 
to effectively deal with the problem. 

One major force that over the years has been consistently 
and directly involved with crime prevention is the private 
security community. As can be seen from the significant growth 
of the private security industry and the large amount of money 
expended for security services and products, the industry ful
fills an important function in our society. 

Significant crime prevention efforts are provided by 
private security interests, and interrelationships do exist 
between these interests and the criminal justice system, es
pecially public law enforcement components. Ideally, public 
law enforcement and private security agencies should work 
closely together because their respective roles are complimentary 
in the effort to control crime. Indeed, the magnitude of the 
nation's crime problem should preclude any form of competition 
between the tl,'lO. Rather, they shou.ld be cogni zant and suppor
tive of their respective roles in crime control. 

ILLINOIS COMMENTARY 

If increased cooperation is to become a reality, the 
relationships of private security and public law enforcement 
must be carefully examined and appropriate measures taken to 

- 95 -



resolve conflict. The NAC Task Force Report? Private Security, 
lists certain barriers that prevent an effect1ve relationship 
between the two sectors. These barriers are: 

Lack of mutual respect; 
Corruption; 
Lack of cooperation; 
Lack of two-way communication; 
Competition; 
Lack of knowledge by law enforcement of the function, 
mission, and 'problems of private securi ty; 
The failure of private security to speak with a 
unified professional voice; and 
The need for better formulated and articulated 
standards of professionalism on both sides. 

The Illinois Standards and Goals Committee and its 
Administration Sub-Committee concurred that a research study 
is needed to examine these barriers and develop mechanisms to 
promote working relationships between public and private police 
as well as among all public police agencies. The results of 
such an effort should be closer coordination at all levels--a 
significant step forward in their mutual struggle against crime. 
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ILLINOIS STANDARD 4.1 

COOPERATION AND COORDINATION 

Every police agency immediately should act to insure 
understanding and cooperation between the agency and all other 
elements of the criminal justice system, and should immediately 
plan and implement appropriate coordination of its efforts with 
those of other elements of the criminal justice system. 

1. Every police agency should cooperate with other 
elements of the criminal justice system in processing criminal 
cases from arrest to trial within 60 days. 

2. Every police agency should consider and where appro
priate seek the formation of a criminal justice coordinating 
council with members representative of law enforcement, other 
criminal justice agencies, and local government. 

The council: 

a. Should have as its overall objective the fair 
and effective disposition of all criminal cases and 
other more specific goals and activities related to 
crime prevention and reduction; and 

b. Should develop policy and institute plannt~g 
and coordination programs that serve to achieVe its 
objectives. 

3. Every police agency should support training programs 
that promote understanding and cooperation through the develop
ment of unified interdisciplinary training for all elements of 
the criminal justice system. 

Those programs: 

a. ShOUld provide for th~ instruction of police 
personnel in the functions of all criminal justice 
agencies in order to place the police Tole in proper 
perspective; 

b. Should encourage, where appropriate, the partici
pation of other criminal justice agencies in police 
training; and 

c. Should encourage) wheTe appropriate, police 
participation in training given to members of other 
criminal justice agencies. 
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ILLINOIS COMMENTARY 

llStatewide; as soon as possible!ll was one of the opening 
remarks in the discussion of this Standard, with emphasis being 
placed on the word "soon." This sense of urgent importance 
carried throughout t~iscussion. Illinois police professionals 
realize that the key to future success in responding to the needs 
of society lies with the words understanding, cooperation, and 
coordination. 

A very important factor underlying the sense of urgency and 
importance of this Standard is a perceived need to reduce the 
length of time between a suspect's arrest and the date the suspect 
goes to trial. Chapter 38, S 103-5 of the Illinois Revised 
Statutes mandates a l20-day arrest-to-trial time frame. It is 
the concensus of Illinois police chief executives that a 60-day 
arrest-to-trial time frame is realistic and would serve as a 
greater deterrent to crime. As pointed out by one chief, "We 
are ready to go to trial the day of the arrest, or the arrest 
would not have been made." However, police must understand the 
functions and problems of the other elements of the criminal 
justice system and work in close cooperation with these elements 
if the 60-day arrest-to~trial objective is to become a reality. 

As a vehicle for achievement of the above-stated objec
tive and to help improve the overall delivery of criminal justice 
services the Criminal Justice Coordinating Council (C.J.C.C.) was 
endorsed by Illinois police chief executives. This endorsement, 
if acted upon, would provide a formal, publicly visible structure 
to many fine on-going and informal programs of interaction between 4It. 
Illinois criminal justice agencies. Where no programs, formal or 
informal, exist, this Standard will serve as the impetus for 
implementation. 

One example of successful on-going coordination and co
operation among the various components of the criminal justice 
system is evidenced in southwestern Illinois. As an outgrowth 
of an inter criminal justice agency meeting sponsored by the 
Southern Illinois Chiefs Association, regular cooperative inter
agency meetings have been established. These meetings are 
attended by police chiefs, circuit judges, the court administra
tor, State Police, county police, juvenile and adult probation 
officers, and representatives of the Conservation Department 
of Law Enforcement from Madison and Bond counties. Attendance 
often approximates 30 to 40 persons. Topics of local concern 
are discussed and a free-flowing dialogue is maintained. 

The meetings have generated improved understanding among 
the various criminal justice agencies and on several occasions 
have led to specific improvements. Madi son County States\ 
Attorney, Nicholas Byron, pointed out, for example, that I'as a 
result of these meetings we came across procedures that might 
open law enforcement to civil liability and through cooperative 
effort resolved this problem." Mr. Byron went on to add, "We 
now handle more cases per capita and obtain more dispositions 
than ever blefore. This (the meeting) is one of the areas of 
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innovation which has contributed to this achievement." Another 
important benefit of the meetings is the opportunity they 
provide for mutual input into the criminal justice. 

It should not be misconstrued to believe that the police 
are the only innovators of cooperation and coordination. Other 
elements of the criminal justice system have also fostered 
programs promoting increased under.standing and cooperation. A 
specific example is the program of on-going monthly inter Crim~ 
inal Justice Agencies meetings held in Peoria. This program 
was established several years ago by then Chief Circuit Court 
Judge Ivan Yontz, and is being continued by his successor 
Chief Circuit Judge Calvin Stone. The meetings are attended by 
representatives of the State Police, county sheriff's office, 
city police executives, states attorneys, public defenders, 
City Corporation Counsel, and many other agencies. Partici
pants share information on one another's activities to make 
the criminal justice system operate more smoothly. A reduction 
of misunderstanding and mistakes has been an important result 
of this intercommunication. 

Substantial progress toward better understanding and 
cooperation can be achieved through the development and imple
mentation of combined training programs. Police chief execu
tives, working and planning in concert with their counterparts 
in the other elements of the Criminal Justice System, should 
provide the leadership necessary to insure such training. Com
munication and coordination procedures, information and records 
exchange and prisoner processing are examples of significant 
topics for mutual training. The primary function of combined 
training, however, should be to generate an understanding of 
and appreciation for each of the elements of the System and 
the full cooperation which must exist if Justice is to be 
served. 

Those employed in the criminal justice system take pride 
in their individual professions--and this is rightfully so. 
However, they must not overlook the fact that the success of 
the system depends on a unified approach by all of its practi
tioners. The measure of individual pride and degree of profes
sionalism of each segment of the criminal justice system will 
be heightened by the increased efforts of each individual and 
agency to improve the system as a whole through cooperation 
and coordination. 
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ILLINOIS STANDARD 4.2 

POLICE OPERATIONAL EFFECTIVENESS WITHIN THE CRIMINAL 
JUSTICE SYSTEM 

Every police agency immediately should insure its 
operational effectiveness in dealing with other elements of the 
criminal justice system. 

1. Every police agency should develop procedures in 
cooperation with local courts and prosecutors to allow on-duty 
officers to be on call when subpenaed to testify in criminal 
matters. 

2. Every police agency should develop and maintain 
liaison with: 

a. Local courts and prosecutors to facilitate the 
timely issuance of arrest and search w~rrants) issu
ance of criminal compldints, and arraignment of 
prisoners; 

b. Juvenile courts to divert, in appropriate cir
cumstances, juveniles from the juvenile justice system 
and to preserve confidentiality of proceedings to the 
greatest extent possible; 

c. Corrections agencies, including probation and 
parole, in order to exchange information on the status 
and activities of released persons who are s~ill under 
sentence; and 

d. Other Federal, State, and local law enforcement 
agencies in order to arrange for the arrest and return 
of fugitives, to exchange information in criminal 
investigations, to establish joint plans for dealing 
with criminal conduct, and to share statistical and 
support services. 

3. Every police agency should cooperate in the estab
lishment of task force efforts with other criminal justice 
agencies and Federal, State and local law enforcement agencies, 
where appropriate, to deal with major crime problems. 

ILLINOIS COMMENTARY 

Improvement in police operational effectiveness will 
impact positively on police agency economies and result in 
efficient use of police resources. Police operational ef
fectiveness can be broadened by developing cooperative procedures 
with other elements of the criminal justice system. The woli
cies and procedures established by other elements of the '\ 
criminal justice system often delay, detain, and divert PQlice 
officers from their primary functions, thus wasting valuable 
police resources. Through cooperative efforts police and 
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other criminal justice agencies can reevaluate the use of the 
police officer's time so that it may be best utilized in the 
community's interest. 

A situation that occurs with regular frequency is that 
in which a subpoenaed police officer must spend useless hours 
waiting to testify in court, often only to learn that his 
testimony will be delayed. To insure maximum usefulness of the 
police officer's time, police agencies should seek to develop 
cooperative procedures with local prosecutors and courts whereby 
the officer would be allowed to remain on assignments until he 
is contacted by telephone or radio that he is needed in court. 
Some jurisdictions already have established such arrangements 
with success. Similar cooperative arrangements in Illinois 
undoubtedly would be overwhelmingly accepted by the patrol 
officer and the community he serves. 

Another area in which valuable police resources presently 
are being wasted is that of arraignment of prisoners. This is 
a very time-consuming task; yet the arraigning officer rarely 
can contribute new information to that already provided by the 
arresting officer. A practical remedy to eliminate this waste 
of police manpower is suggested by the National Advisory Com
mission--the court liaison officer. In addition to assuming 
responsibility for arraigning felony prisoners, the court 
liaison officer could assist in the issuance of arrest and 
search warrants and handling criminal complaints. 

As stated in Police Organization and-Management by 
Leonard and More, other methods of enhancing police operational 
effectiveness rely on liaison with Federal, State and local law 
enforcement agencies. Listed below are some of the methods 
suggested for improving coordination and cooperation with 
these a.gencies: 

1. Arranging for the arrest and return of fugitives; 

2. Exchanging information in criminal investigations; 

3. Establishing joint plans in reference to criminal 
conduct; and 

4. Sharing statistical and support services. 

To cope with special problems presented by major crimes 
it is suggested that police agencies organize task forces with 
members of other criminal justice agencies and Federal, State, 
and local law enforcement agencies. With continuous efforts 
toward cooperation between all elements of the criminal justice 
system, police operational effectiveness will exist within the 
criminal justice system. 
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NAC COMMENTARY EXCERPTS 

Success in protecting society is not measured by the 
length of time it takes the police to respond to a crime scene, 
by the number of arrests they make, or by the number of arrests 
successfully prosecuted or sentenced. Rather? success or failure 
is determined by the degree to which society is free of crime 
and disorder. 

This is but another way of saying that no element of 
the criminal justice system completely discharges its responsi
bility simply by achieving its own immediate objective. It 
must also cooperate effectively with the system's other elements. 
This requires an effort on the part of each element to com
municate with the other elements, which is sometimes difficult 
because of legal and administrative separation of powers and 
responsibilities. 

Police agencies have a responsibility to participate 
fully in the system and cooperate actively with the courts, 
prosecutors, prisons, parole boards and noncriminal elements-
mental health clinics, drug rehabilitation centers, social 
service agencies, youth programs, mental hospitals and educa
tional institutions. 
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ILLINOIS STANDARD 4·.3 

DIVERSION 

Every police agency, where permitted by law, immediately 
should divert from the criminal and juvenile justice systems 
any individual who comes to the attention of the police, and 
for whom the criminal or juvenile process would be inappro
priate, or in whose case other resources would be more effective. 
All diveision dispositions should be made pursuant to written 
agency policy that insures fairness and uniformity of treatment. 

1. Police chief executives may develop written policies 
and procedures which allow, in appropriate cases, for juveniles 
who come to the attention of the agency to be diverted from the 
juvenile justice process. Such policies and procedures should 
be prepared in cooperation with other elements of the juvenile 
justice system. 

2. These policies and procedures should allow for pro~ 
cessing mentally ill persons who come to the attention of the 
agency, should be prepared in cooperation with mental health 
authorities and courts, and should provide for mental health 
agency referral of those persons who are in need of professional 
assistance but are not taken into custody. 

3. These policies should allow for effective alternatives 
when arrest for some misdeameanor offenseD would be inappropriate. 

ILLINOIS COMMENTARY 

An understanding of the function of diversion is essential 
if police chief executives are to effectively utilize diversion 
in meeting community needs. Briefly, diversion is the process 
of using resources outside of the foimal criminal justice system 
to achieve the basic goals of the system--rehabilitation of the 
offender and his re-establishment as a functioning member of 
society. 

Just as the law recognizes the fact that all individuals 
do not possess the same ability to control their behavior, so 
must the police. In dealing with juveniles, minor misdemenants 
or mentally incompetent individuals, tberefore ,. every effort must 
be made to utilize those resources av~~lable for more effective 
action. Diversion of these individuals to other agencies within 
the community often can result in successful rehabilitation. 
Not only does this promote crime reduction but also helps in 
keeping down criminal justice system costs and manpower require
ments. 
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Every police agency, where permitted by law, should 
establish pOlicies to encourage diversion of suspected of
fenders from the formal criminal or juvenile justice system 
where appropriate, Because the initial decision to divert 
is most frequently the responsibility of the field officer, 
these policies should be in written form and should be 
structured in such a way as to insure fairness and uniformity 
of application. 

By far, the majority of situations encountered by 
police that will require diversionary action involve juveniles. 
V. A. Leonard and Harry W. More in their text Police Organiza
tion and Mana~ement noted that studies have reported a variety 
of bases for ecisionmaking at each stage of jpvenile justice 
system processing. D~cisions are heavily weighted by indivi
dual discretion and are often based on factors that may be 
irrelevant to preserving public safety in the community. For 
example, the youth's demeanor, style of dress, and ethnic 
group too often are factors used in making an arrest decision. 
Because decisions in relation to juveniles are highly dis
cretionary, advocates of diversion propose that diversion 
should be the goal of pre-judicial processing, with a clearly 
defined policy and with decisions based on pre-determined 
criteria. To insure uniformity and fairness, Leonard and More 
mentioned two potential strategies for juvenile diversion. 
The first would limit court jurisdiction to young people who 
have committed acts that would also be crimes if committed by 
adults. The second is to create legal barriers that would 
make it difficult or costly to refer young people to court 
when their only offense is being beyond control, truant, or 
runaway. 

The success of police efforts to divert juveniles and 
other suspected offenders from the criminal justice system 
will depend to a large measure on the degree and spirit of 
cooperation engendered within the community. Therefore, it 
is important that every police agency, in establishing di
version policies, establish liaison with local courts and all 
other formal and informal community agencies who will provide 
assistance to referred individuals. Such agencies include, 
but are not limited to, youth service bureaus, alcoholic 
centers, mental health agencies, and appropriate business and 
civic agencies. 
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ILLINOIS STANDARD 4.4 , 

CITATIONS, WARRANTS AND RELEASE ON OWN RECOGNIZANCE 

Every Illinois police agency immediately should make 
maximum effective use of State statutes permitting police 
agencies to issue written summonses and cita.tions in lieu of 
physical arrest or prearraignment confinement. Every police 
agency also should cooperate in programs that permit arraigned 
defendants to be released on their own recognizance in lieu 
of money bail in appropriate cases. 

1. Every police agency should adopt policies and pro
cedures that provide guidelines for the exercise of individual 
officer's discretion in the implementation of State sta.tutes 
that permit issuance of citations and summonses, in lieu of 
physical arrest or prearraignment confinement. 

2. Every police agency should take all available steps 
to insure that at the time arraigned defendants are considered 
for pretrial release, their previous criminal history or present 
conditional release status, if any, is documented and evaluated 
by the court in determining whether the defendants are released 
or confined pending trial. 

3. Every police agency should place special emphasis on 
expeditiously serving all outstanding arrest warrants issued 
at the request of that agency, particularly to those defendants 
who have failed to appear at court proceedings. 

4. The service of warrants beyond the jurisdiction of the 
originating police agency shOUld normally be the responsibility 
of the Sheriff in the defendant's county of residence. 

ILLINOIS COMMENTARY 

One area of police service that the Illinois polic~ 
practitioner would like to streamline is that of citations and 
release on recognizance. Based on successful application by 
other States, Illinois police chief executives would like to 
see programs whereby citations and. notices to appear would 
replace such time consuming and expensive procedures as book
ing or ini tial appearance to set bail for many misdemeanor 
offenses. Such new practices, it is felt, would be better 
suited to the many small police agencies predominant through
out the State. 

Some of the benefits that would accrue to citizens in 
a system of citation and release on personal recognizance 
would be reduced friction between citizens and police and 
reduced hardship on minor misdemeanants. The negative factor 
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in citizen/police contact could be reduced if the arresting 
officer were able to issue a citation with a notice to appear. 
Thus, the citizen would not have to be removed from his home, 
neighborhood, or place of work for a minor misdemeanor. A 
system of release on the misdemeanant's own recognizance at 
the discretion of the arresting officer would also reduce 
the trauma and embarrassment of arrest for misdemeanants 
sparing the citizen the necessity of going through a police 
station booking procedure and obtaining money bail for release. 

In addition, programs permitting the police officer to 
issue field citations in lieu of arrest allow a significant 
conservation of police resources. Consider the amount of time 
and expense involved in taking an individual into custody. 
The arresting officer will be taken off the st'reet for an hour 
or longer in most instances for booking and processing proce
dures. If the arrested individual pleads guilty to a charge 
of disorderly conduct, for example, the fine might be $25 plus 
$10 court costs compared to over $100 expended in terms of the 
officer's time and the processes involved in booking, custody, 
and arraignment procedures. This is not to mention the court's 
time, city or state's attorney's time, and perhaps off-duty 
pay for the arrestdng officer. 

Illinois police agencies and the communities they serve 
can benefit from the reduced costs and improved relations 
brought about through the establishment of misdemeanor citizen 
release programs. Police agencies of 10 men or under, parti
cularly, will find relief in such programs. Maximum use of 
State statutes should be made in this regard and written policies 
should be developed for program implementation. These policies 
should incorporate the principles of the standard statement. 
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ILLINOIS STANDARD 4.5 

CRIMINAL CASE PROSECUTION FOLLOWUP 

Every police agency imm~diately should develop policies 
and procedures to follow up on the disposi ticm of criminal 
cases initiated by the agency. This should be done in coopera
tion with local courts and prosecuting agencies. 

1. Every police agency~ in cooperation with local courts 
and prosecuting agencies, should provide for the administrative 
followup of selected criminal cases. Policies and procedures 
should be developed: 

a. To identify criminal cases which, because of ex~ 
tenuating circumstance~ or the defendants' criminal 
histories, require spe~L~l attention by the prosecuting 
agency; and 

b. To require a police representative to attend 
personally all open judicial proceedings related to 
these cases, and to maintain close personal liaison 
with assigned prosecutors. 

2. Every police agency should review administratively 
all neW major criminal cases in which prosecuting agencies 
decline to prosecute or later cause to be dismissed. That 
review: 

a. Should result in a referral of each such case to 
the concerned officer's commanding officer for adminis
trative action to correct any police deficiencies which 
may have weakened the case; or 

b. Should result in a referral of each case to. the 
prosecuting agency for that agency's action to correct 
any deficiencies for Which it may have been responsible. 

3. Every police agency should e'~1courage courts and 
prosecuting agencies routinely to evaluate investigations, case 
preparation, and the courtroom demeanor and testimony of police 
officers and to inform the police agencY,Q£ those evaluations. 

4. Every police agency formally should make information 
from its files available to other criminal justice agencies and 
to the courts for reference in making diversion, sentencing, 
probation, and parole determinations. In addition to records 
of past contact with the defendant) us~ful information might 
include the effect the crime had on the ~ictim, and the likeli
hood of future cr·it~e resul ting from defendant's presence in the 
community. . 
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NAC COMMENTARY EXCERPTS 

Sequential processing of defendants through the criminal 
justice system has contributed to the common but erroneous 
belief that, except for appearance as witnesnes, the police 
function ends when a,criminal complaint is issued. This belief 
thwarts efforts to iinprov,F',.the effectiveness of the·. criIilinal 
justice system. The concept of a criminal justice system 
requires that the police have a greater influence on the overall 
processes than merely serving as the system's intake point. 

Both informally and through criminal justice coordinat-
ing councils, police influence has been felt increasingly in 
policy decisions by prosecutors and courts regarding the overall 
disposition of criminal cases--for example, court policy regarding 
sentencing practices and plea bargaining. However, the police 
have played a relatively passive role in the disposition of 
individual cases. Without questioning the continued indepen
dence of courts in determining guilt and appropriate sentencing 
alternatives or the discretion of prosecutors in individual 
cases, police agencies, in cooperation with other participants, 
should take a more active role in the disposition of criminal 
cases. 

To establish programs that more actively involve the 
police in plea barganing, police chief executives should seek 
the cooperation of local courts, prosecutors, and the criminal 
bar. It should be made clear that the role of the police is 
to advise others of the police position in individual cases 
and, by policy, in classes of cases. Pr0grams should not allow 
police witnesses in individual cases to represent the police __ 
agency. Wherever possible, procedure should require that de-' 
cisions be made on a supervisory level. 

Policies involving police opinion in plea bargaining 
have generated criticism and controversy. Every police chief 
executive should assert himself positively in influencing the 
informal .disposition of criminal cases and should seek coop
erative agreements with prosecutors and courts to insure that 
police interests are considered at the time such dispositions 
are made. 

Inasmuch as the police do not determine guilt or inno
cence in a criminal case, arrests necessaTily are based on 
legal or probable cause rather than proof beyond a reasonable 
doubt. InevitaLly, a certain percentage of criminal. cases 
must be dismissed because of insufficient evidence. In 
additiDn, policy considerations may influence police or prosecu
tion decisions not to prosecute. 

Police arrests in cases in which there is little like
lihood of prosecution, and dismissals of cases that should be 
prosecuted, result in wasted criminal justice resources and 
contribute to inefficiency and ineffectiveness in the system. 
Though it may be difficult to determine what percentage of 
nonprosecuted cases represents an optimum level of system 
eff~ctiveness, every police agency should insure that the 
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percentage is as low as effective law enforcement allows. 
Every police agency should encQurage courts and prosecu

tion agencies to evaluate routinely the quality of police inves
tiga tions, case preparation p and the courtroom demeanor and 
testimony of police officers. Police agencies 'should. be receptive 
to external evaluation and should take steps to provide training 
to correct reported deficiencies. 

Among the elements of the criminal justice system, the 
police are in the best position to observe the tangible effects 
of crime~ its battered victims, and the resulting disruption of 
public order. It is rare, however, for the' police to be con- . 
suIted formally by other criminal justice system elements attempt
ing to arrive at decisions on diversion, sentencing, probation 
or parole. 

Information from police files regarding the effect of 
particular crimes upon the victims, and the likelihood of future 
crime -resulting from the defendant's presence in the community, 
should be made available to other criminal justice agencies and 
to the courts. While such information would be most valuable for 
diversion and sentencing determinations, the police should arrange 
to be notified when certain potentially dangerous persons are 
considered for parole. 

ILLINOIS COMMENTARY 

The Extra-Departmental Relations Sub-Committee expressed 
the need for law enforcement agencies, judges, and prosecutors 
to work together in concert to develop procedures for criminal 
case prosecution followup. These procedures should be developed 
during regular open meetings and be made applicable to as many 
agencies as possible within a particular region. During these 
meetings the law enforcement practitioners should anticipate 
routine as well as non-routine unique situations that may occur 
so that solutions can be provided at the earliest possible 
opportunity. 

The Sub-Committee also felt the system would be more 
effective if a court liaison officer was utilized. Supervisory 
personnel could be assigned the function of court liaison officer 
on a regular rotating basis. The advantage of having this con
tinuous link between police agencies and courts are many. One 
direct benefit would be a reduction in police personnel court 
time. Another,is the enhanced communication between depart
ments that will result. In addition, the court liaison officer 
function is an excellent training device for potential super ... 
Visors. 

The adoption of criminal case prosecution followup programs 
may be unnecessary in smaller rural areas, However, all police 
departments should assert a more active role in the disposition 
of individual criminal prosecution cases in which they are 
involved. 
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ILLINOIS RECOMMENDATJ:ON 4,6 

TELEPHONIC SEARCH WARRANTS 

It is recommended that the State of Illinois enact legis
lation that provides for the issuance of search warrants pur
suant to telephoned petitions and affidavits from police officers. 

ILLINOIS COMMENTARY 

The Standards and Goals Committee felt very strongly that 
Illinois should adopt legislation for a telephonic search war
rant. Such legislation would have obvious benefits in the law 
enforcement field. To explain the effects of telephonic search 
warrants the National Advisory Commission commentary is presented 
in its entirety. 

NAC COMMENTARY EXCERPTS 

The fourth amendment prohibits unreasonable searches and 
seizures and provides the standard under which search warrants 
are to be issued. Judicial decisions have tended to equate a 
reasonable search with one conducted pursuant to a warrant. 
For example, Katz v. United States, 389 U. S. 397, 357 (196'il)~ 
held: "Searches conducted outside the judicial process, without 
prior approval by judge or magistrate, are per se unreasonable 
under the 4th amendment subject only to a few specifically es
tablished and well delineated exceptions." 

One exception frequently relied upon by police in the 
past was substantially limited by the Supreme CDurt in Chime 1 
y. California, 395 U. S. 752 (1969), which held that the area 
which can be searched during an arrest is limited to the area 
within the arrestee's reach. The result of that decision was to 
require officers to obtain warrants to search adjacent areas, 
irrespective of compelling probable cause indicating the 
presence of stolen property, contraband, or evidence not within 
plain view. 

Lengthy delays in obtaining search warrants are the chief 
reason that police officers rely upon exceptions to the rule 
requiring warrants. It is one thing to say, a.s the court did 
in Chimel, that officers having probable cause may wait at the 
scene until another officer returns with a warrant, and another 
to deal with the legal and practical problems presented when 
the delay extends 7 to 10 hours, as it frequently does in many 
jurisdictions. 

It was to resolve this problem that California in 1970 
and Arizona in 1971 enacted legislation that allow a search 
warrant to be issued during a recorded telephone conversation 
in which the requesting officer makes a sworn affidavit that 
is later transcribed. The requesting officer then is permitted 
to sign the judge's name on a duplicate original warrant, which 
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is deemed a search warrant. The judge signs and files the 
original warrant with the court clerk. The issuing authority 
~emains with the judge, and the officer's role is ministerial 
in ex~cuting the search ordered by the judge, Following 

'execution of the warrant~ the officer files the duplicate 
original warrant, inventory, and Tecording transcription with 
the court. 

The efforts of these two States are an attempt to employ 
existing technology in carrying out the intent of the law! 
Every State should adopt similar legislation. 

ILLINOIS COMMENTARY 

To obtain such legislation in Illinois the law enforce
ment practitioner must continue to impress upon the legislature 
the importance of adopting such a service and the positive 
results that would be achieved from it. 
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ILLINOIS. RECOMMENDATION 4 t 7 

COURT SUPERVISED ELECTRON1G SURVEILLANCE 

The ~tate'of Illinois should remove a statutory assump
tion of violation for electronic surveillance conducted without 
a court order by law enforcement officers when the reviewing 
judicial authority declines to approve such eavesdropping. 
Determination of intent to violate should only be made when 
judicial review clearly identifies intent to commit a viola-
tion. . 

ILLINOIS COMMENTARY 

The legitimate need for the utilization of electronic 
surveillance devices by law enforcement agencies in Illinois 
has been well documented and supported by both the courts and 
the legislature. Clearly the success of certain investigations 
involving sophisticated criminals or presenting highly hazardous 
conditions to the investigating officers can hinge upon the use 
of such devices. 

Article I08A of the Illinois Revised Statutes, ('Judicial 
Supervision of the Use of Eavesdropping Devices l1

, sets forth 
procedures for the authorized use of such devices. For the most 
part the Article provides both a reasonable framework for the 
guidance of law enfocement agencies and appropriat.e judicial 
control and review of law enforcement actions. Unfortunately, 
however, the Article also contains a provision that seriously 
inhibits the emergency use of eavesdropping devices, unfairly 
placing investigating officers in both criminal and civil 
jeopardy, which may be found to be unconstitutional upon review 
by the Courts. 

Recognizing that human events do not always fall itlto 
predictable patterns, Section l08A-6 (a) provides that law 
enforcement officers operating under emergency conditions may 
use eavesdropping devices without prior authorization if they 
have reasonably attempted to get authorization and " .... only 
where the officer reasonably believes that an order permitting 
the use of the device would issue were there a prior hearing." 
The Section further provides for judicial review of law enforce
ment actions taken under emergency conditions. 

The problem in the Statute lies in the final paragraph (c) 
of Section I08A-6, that sets forth a condition wfuich may result 
from the judicial review procedure for the use of eavesdropping 
devices under emergency conditions without prior authorization: 

"CC) In the event that an application for approval 
under this Section is denied the contents of the 
conversations overheard or recorded shall be 
treated as having been obtained in violation of 
this Article." 
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In essence~ a judge ~n declining to proVide ex pOfit 
facto approval of emergency eavesdropping is declatIilgt at 
the investigators are guilty of a violation which is classi
fied as a Class 4 felony. The section remains completely 
mute on the issues of HgoodMfaith performancet' and "intent 
to commit a violation~" and ... -on its face-,..apparently circumvents 
out normal judicial process and its basic philosophy that a 
person is presumed innocent until proven guilty. 

Many members of the Standards and Goals Committee 1 in 
addition to several police officials who offered contributions 
to the discussion of this Recommendation 1 believe that an 
Appelate or Supreme Court test of Article lOSA-6-(c) would 
find it to be unconstitutional. Understandably~ however, none 
were willing to risk an officer's career and liberty to secure 
such a determination. As an alternative, this Recommendation 
was developed as an appeal to the Legislature to remedy the 
problem. 

It is important to note that the Committee supported 
the need for judicial review of emergency eavesdropping. 
There would be no objection to suppression of conversation or 
recordings if the reviewing judge decided that he would not 
have issued prior approval. There would be no question of the 
judicial prerogative ,to declare that a violation occurred when 
the judge believed such to be the case. 

The sole purpose of this Recommendation is to petition 
for remedial legislation to hold investigating officers free 
from the stigma and hazard of a "violation" when appropriate 
judicial review of their actions in an emergency eavesdropping 
situation determines that they acted in good faith and without 
intent to commit a violation. 
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ILLINors STANDARD 5.1 

RESPONSIBILITY FOR PO'LICE SERVICE 

The State of Illinois and every local government immedi
ately should projide complete and competent police service 
through an organizational structure that most effectively and 
efficiently meets its responsibility. The government respon
sible for this servic~ should provide for a police organization 
that performs the duties described as the police role. 

1. Every police agency should provide for access to police 
service and response to police emergency situations 24 hours a 
day. 

2. Every local government unable to support a police 
agency and provide 24-hour-a-day services should arrange immedi
ately for the necessary services by mutual agreement with an 
agency that can provide them. 

3. Every police chief executive should establish an 
organizational structure that will best insure effective and 
efficient performance of the police functions necessary to ful
fill the agency's role within the community. Every police 
chief executive: 

a. Should, in conjunction with the annual budget 
preparation, review the agency's organizational structure 
in view of modern' management practices and provide for 
necessary changes; 

b. Should insure that the organizational structure 
facilitates the rendering of direct assistance and ser
vice to the people by line elements. Command of line 
elements shoUld be as close as practical to the people; 

c. ShoUld organize the agency's staff elements to 
insure that the organizational structure provides for 
direct assistance and service to line elements; 

d. Should limit functional units, recognizing that 
they increase the need for coordination; create impedi
ments to horizontal communications, and increase the 
danger of functional objectives superseding agency 
goals; 

e. Should establish only those levels of management 
necessary to provide adequate direction and control; 

f. Should define the lines of authori.ty and insure 
that responsibility is placed at every level with 
commensurate autho~ity to carry out assigned responsi
bility; 

g. Should not be encumbered by traditional principles 
of organization if the agency goals can best be achieved 
by less formal means. 

- 117 -



----------------------------------- - --

XLL!NOrS COMMENTARY. 

In the lllino~s ?ol~ce Ch~ef Executive Survey and the ~ 
Criminal Justice System SurveY1 respondents clearly indicated 
their concern over the delivery of police services. Of 64 
variables evaluated by respondents to both surveys, one~third 
of the top weighted variables were related to delivery of 
basic police services. This same concern was shared by all 
who took part in the Standards and Goals Committee discussions. 
The uppermost concern was for the citizen to have 24-hour 
police service throughout the entire State. Subscribing to 
the ilwalk befQre you run" adage, the Committee felt that 
before discussions of how Illinois law enforcement can con~ 
sider adopting a multitude of new programs and products to 
enhance the delivery of police services, police service must 
be made available around the clock everywhere in the State to 
every person residing in or ~assing through the State. Every 
system, structure, or arrangement to achieve this end should 
be explored so this need can be met in the immediate future. 

NAC COMMENTARY 

The responsibilities of providing police service have 
expanded. They include prevention and deterence of criThe to 
the greatest extent possible at least to a level where people 
have a sense of security that frees them from perpetual fear 
of crime. The police are responsible for maintaining order 
and protecting constitutional guarantees. Police service also 
includes miscellaneous duties that are not directly related to 
suppressing crime, but that contribute to the well~being of 
people and to a cooperative relationship between the police 
and the people. 

Governments meet their responsibility for these services 
by providing their own police agencies or by making arrangements 
with other agencies to perform the services required. In the 
latter case, the government still has a duty to review the 
performance of police services, 

It is essential that the public have access to the 
police at all times~-24 hours a day, 365 days a year. It is 
equally essential that police respond to emergencies at all 
times. Nevertheless, in many locations (mostly rural districts 
or small towns); the police agency cannot be contacted directly 
during certain hours of the night or on certain days and there 
is no provision for contact in case of emergency. 

Regardless of the nature of the area served~ police 
agencies should arrange for public access at all times. If a 
police agency can respond to emergency calls 24 hours a day, 
but does not have personnel to receive callIs on that basis, it 
should make arrangements with the nearest police agency for a 
24-hour answering service or with a telephone answering service 
that screens and relays calls. 
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Under such a system~ priorities must be established. 
Requests for service that qualify as emergencies should be 
relayed for immediate response; other calls should be held for 
response at a later time. . 

When the police agency is unable to provide 24-hour 
emergency response and the government cannot take care of it~ 
one alternative is to arrange for the service through mutual 
agreement with the nearest police agency that can. This may 
require an agreement between cities, a city~county agreement, 
or eVen a city-State agreement. 

If a police agency is to fulfill its responsibilities, 
it must be organized so its personnel can perform in the most 
effective and efficient manner. The pOlice chief executive 
should identify the best organizational structure for his agency~ 
and then initiate and carry out the actions necessary to provide 
this structure. 

To acc<'1l1:plish this, the chief executive must f.irst 
analyze the e~ .sting organizational structure. Accurate organi
zational charts are a valuable index for cOillparison. Many 
police agencies do not operate according to their theoretical 
or authorized organizational structure but according to modi
fications made by command personnel at various levels. Some
times the chief executive is not aware of these modifications, 
and this anlaysis would be useful in command control. 

If this analysis and evaluation process is performed 
regularly (at least annually), and n~cessary organizational 
changes are made--assuming agency goals and objectives are also 
adequately updated--the agency will be in a position to meet 
current needs. If it is not performed regularly, the agency 
may stagnate. Since an annual review of many aspects of agency 
operations must be made for budgetary purposes, that is the 
logical time for organizational review. Performing it at that 
time ~lso permits the chief executive to include in his regular 
budget presentation requests for funds to make the indicated 
organizational changes. 

Throughout tbe analysis and evaluation of organizational 
structure, and in determining the need for change, th~ ~olice 
chief executive should make full use of all planning l'esources. 
He should consult with command personnel, both line and staff, 
and he should encourage uncensored suggestions from all levels 
of the organization. It is essential that he study modern 
management practices and employ those that are applicable to the 
agency. 

The chief executive, recognizing that rendering dir~ct 
assistance and service to people is the very heart of the police 
function, should assign first priority to the organizational 
structure of the line units performing these services. If 
line units are to be truly responsive to the needs of the people, 
it is essential that open lines of communication exist between 
personnel at the level of execut'ion and the public they serve. 
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Personnel at all levels of command must be equally 
in touch with the needs and desires of the public. When. 
police commanders are remote from the people~ they do not 
appreciate the needs of the people and they provide weaker 
leadership for line personnel. Consequently, the people lose 
confidence in the police. The organizational structure should 
be designed to facilitate direct assistance and service by 
line units, and to retain police command close to the people, 

In determining the organizational structure of staff 
elements, the chief executive must bear in mind that staff 
functions are not an end in themselves and are not intended 
to render direct service to the people, Their task is support
ing the line units. Therefore, the organizational structure 
should facilitate rendering staff services to line units. 

No purpose is served by placing staff elements or staff 
command close to the people. It is generally recognized that 
centralized staff elements provide more effective and effi
cient service. Smaller police agencies are often close to the 
public and sensitive to their needs, but must rely on States, 
regions, or large agencies for efficient staff services. 

The police chief executive should be held accountable 
for the results produced by the agency. He should be per
mitted--indeed encouraged--to experiment with innovative organi
zational concepts that may provide better ways to achieve 
agency goals. The traditional principles of organization 
should be a guide to administrators and supervisors, but should 
be bypassed if agency goals can be achieved by less traditional 
means. 

ILLINOIS COMMENTARY 

It is of key importance to understand the intent of 
this Standard; the purpose is not to arbitrarily doom the ane
man police agency, but rather for governments to plan appro
priately to insure the availability of 24-hour police protection. 
Creative and imaginative plans, use of inter-governmental 
agreements, and experimentation with new organizational 
structures will become commonplace as this Standard is imple
mented statewide. 
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ILLINOIS STANPARD 5.2 

COMBINED ANDCOO)?ERATIVEPOLICE 'SERVlCES 
I • , • 

The State of !llinois 1 local governments and every police 
agency should provide police servic~s by the most effective and 
efficient organiz~tional means available to it, In determining. 
this means, each should acknowledge that the police organization 
(and any functional unit within it) should be large enough to 
be effective but small enough to be responsive to the people. 
If the most effective and efficient police service can be pro· 
vided through mutual agreement or joint participation with other 
criminal justice agencies, the governmental entity or the police 
agency immediately should enter into the appropriate agreement 
or joint operation. Police agencies, particularly those which 
employ fewer than 10 sworn employees, should consider consoli
dation for improved efficiency and effectiveness given the 
demonstrated need 3nd geographical considerations. 

1. The State of Illinois should encourage and facilitate 
inter-governmental service and mutual aid agreements by accepting 
full fiscal responsibility for injuries to or death of police 
personnel resulting from the implementation of such agreements. 

2. Every local government should take whatever actions 
are necessary to provide police services through mutual agree
ment or joint participation where such services can be provided 
most effectively. 

3. No State or local government or police agency should 
enter into any agreement for or participate in any police 
service that would not be responsive to the needs of its jur
isdiction and that does not at least: 

a. Improve the current level of a service eith(~r at 
the same cost or at an increased cost if justified; or 

b. Provide an additional service more effectively 
and economically than it could be provided by the agency 
alone. 

4. The State of Illinois, in cooperation with all police 
agencies within it, should initiate and implement a comprehen
siVe, statewide mutual aid plan to provide for mutual aid in 
civil disorders, natural disasters~ and other contingencies 
where manpower or material requirements might exceed the response 
capability of single agencies. 

5. The State of Illinois should provide, at no cost to 
all police agencies within the State, those staff services such 
as laboratory services, information systems, criminal intelli
gence and communications systems, which fill a need common to 
all these agencies and which would not be economical or effective 
for a single agency to provide for itself. 
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6. Every local, government and every local police agency 
should study possibilities for combined and contract police 
services, and where appropriate, implement such services. Com
bined and contract service programs may include where feasible: 

a. Total consolidation of police services: and 
merging of two aT more police agencies or of all police 
agencies (i. e., regional consolidation) in a given geo
graphic area; 

b. Partial consolidation of police services: the 
merging of specific fUnctional units of two or more 
agencies; 

c. Regionalization of specific police service: the 
combination of personnel and material resources to pro
vide specific police services on a geographic rather 
than jurisdictional basis; 

d. Contracting for total police services: the pro
vision of all police services by contract with another 
government (city with citY1 city with county, county 
with citY1 or city or county with State); 

e. Contracting for specific police services: the 
provision of limited or special police services by con
tract with ano'ther police or criminal jus tice agency; and 

f. Service sharing: the sharing of support services 
by two Or more agencies. 

7. Every police agency where feas'ible should immediately, 
and periodically thereafter 1 evaluate its staff services to 
determine if they are adequate and cost effective, whether these 
services would meet operational needs more effectively or effi
ciently if they were combined with those of other police or 
criminal justice agencies, or if certain agency staff services 
were secured from another agency by mutual agreement. 

8. Every police agency that cannot maintain effective 
staff services should contract with the State management and 
technical assistance agency or other qualified independent 
consulting service. 

9. Every police chief executive should identify those 
line operations of his agency that might be more effectiye and 
efficient in preventing, deterring, or investigating multi
jurisdictional criminal activity if combined with like opera
tions of other agencies. 

NAC COMMENTARY EXCERPTS 

Local govenlments can benefit from some form of combi'led 
police service; the combination can take many forms, At one 
extreme, local government can get out of the police business 
entirely by contracting for all police services from another 
government or agency; or State and local police agencies may 
simply develop ways to assist and reinforce each other. 
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Local government must insure that any agreement it 
enters into is advantageous. Combtning police services should 
mean better service at less cost. But many factors must be 
considered before an agreement is made. Among these are the 
size of the agency, the geographic area to be served, popula
tion density, th~ other agencies involve~. Rnd the legal respon
sibilities mandated to each level of gove~'.··;;nent by State law. 

Agencies should recognize also that there is no absolute 
correlation between size and efficiency. Larger agencies are 
not necessarily more efficient than smaller ones. They may 
be less so. Smaller agencies may be better structured to 
respond to local needs. 

Factors other than cost must be considered. When 
municipal police service is contracted out Or absorbed in a 
larger organization, what is the effect on local pride? Do 
local police perform functions (such as giving safety lectures 
at schools or acting as members of a rescue squad) that will 
be lost if consolidation occur~? 

Studies show that five sworn police officers are required 
to provide one sworn police officer on a full-time, around-the
clock basis allowing for days off, vacation, sick time, and 
other variables. 

To provide for the full-time deployment of two police
men, a local government would ideally need to hire 10 police 
officers. Obviously, if they are used in the field, additional 
personnel may satisfy the need for station personnel. 

If fewer than 10 sworn personnel are employed, deployment 
on such a small scale is usually not cost-effective and often 
results in inadequate services. In many instances, part-time 
employees provide primary police services to compensate for 
manpower deficiencies. Some jurisdictions are unable to deploy 
even one officer on a 24-hour basis, and are dependent upon a 
telephone operator's success in reaching an off-duty policeman 
to answer calls for service. Consequently, any police agency 
employing fewer than 10 sworn officers should combine with one 
or more agencies to improve efficiency in delivering police 
services. In remote areas where there is no nearby agency, a 
combined or contract program with a county or State agency 
may be feasible. 

ILLINOIS COMMENTARY 

According to figures cited in, Local Law Enforcement 
Officers Census State of Illinois--January, 1976, there are: 

773 Total police agencies in Ill~nois; 
206 Are one man police agencies; 
340 Are two to ten man police agencies; 

5 Counties have less than 7 police officers 
in the entire county. 

These figures reflect the realities of policing in 
Illinois--70 percent of all agencies have 10 or less officers. 
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NAC COMMENTARY EXCERPTS 

Obviously, then, it will be difficult in some areas of 
the State to fully implement this standard. Where such circum
stances exist, careful planning and full consideration must be 
given to community concerns. The full range of alternatives 
for combined police services that are set out in this standard 
should be considered. 

Ten police officers should be considered as the minimum 
effective and efficient level for an agency to operate as an 
independent entity. Since police deployment problems may vary 
drastically among various regions and jurisdictions, the State 
should conduct an independent study to realistically determine 
the minimum size of local police agencies, above the minimum 
level established in this standard. Such a study will enable 
the State to consider the unique characteri3tics of each area 
within its boundaries in establishing the minimum manpower 
investment necessary to provide full-time basic police services 
at the local level. Thi~ standard sets out the factors that 
should be considered in making this determination. 

Local governments and police agencies should not enter 
into agreements unless they provide the same level of service 
at a reduced cost or improve the service at a cost which is 
justified. 

There are several ways this can be done. A program that 
maintains the same level of service at less cost by combining 
or contracting for police services is one. For example, it may 
cost less for a small town to contract for patrol service in
stead of paying for a squad car, gasoline, and a full-time 
patrolman's salary. 

A program that improves service at little or no increase 
in cost is another. Even if contracting for patrol ser,vice is 
just as expensive as hiring a local police officer, the fact the 
contracted patrol service is part of a larger organization with 
the ability to respond to emergency situations may still make 
it worthwhile. 

A mutual agreement that provides a new and previously 
unavailable service is a third. For example, a small town may 
contract with a larger town for breathalyzer tests in an effort 
to increase its conviction rate in drunk-driving arrests. 

Mutual aid planning and subsequent mutual aid agreements 
should provide answers to such questions as: 

Under what circumstances is mutual aid to be requested? 
Who is authorized to call for mutual aid? 
Who is responsible for determining the amount and type 
of aid required? , 
To whom is the request for mutual aid to be directed? 
What is to be the order of response to a mutual aid call? 
To whom are responding mutual aid forces to report? 
Under whose command are mutual aid forces to operate? 
Who is to be responsible for salary and benefit expenses 
of mutual aid forces? 
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What material expend~tures are to be reimbursable to 
a responding agency? By whom? 

Only if questions such as these are answered in advance 
can agencies be expected to respond rapidly and effectively in 
time of emergency.. Confusion, duplica,tion of effort) ineffecti ve
ness, and misunderstanding are likely to result if they are 
not answered in advance. 

Once a plan is agreed upon, the State and every local 
agency concerned should b\~ prepared to carry it out ~ Guide
lines should be established within each agency to insure an 
adequate response. 

No jurisdiction, party to the mutual aid agreement, 
should be permitted to rely on mutual aid to help meet peak 
periods of activity or to assist in any day-to~day operations. 
For example, small agencies adjacent to large metropolitan 
agencies may find it necessary to use mutual aid with some 
frequency. A strain on the mutual aid relationship can occur 
where the response is usually from the large agency to the 
small and seldom, if ever, from the small agency to the large. 
Outright abuses can damage the entire mutual aid system. 

Where there is no governmental merger, consolidation 
of all or selected police services--as distinct from their 
provision by contract--should be arranged whenever cost effective
ness can be clearly established and two or more jurisdictions 
can agree. The agreement that establishes the corporate structure 
of the consolidated operation should carefully delineate the 
services to be provided by the consolidated operation. 

The consolidated services operation should be managed 
by a director (with staff as needed) who is appointed by a 
board of directors composed of representatives of the partici
pating jurisdictions. 

The agreement should also spell out all conditions of 
employment, salaries, pensions and other fringe benefits, 
seniority and transferability, insurance, contract services, and 
other matters of logical concern to participating jurisdictions. 
This is essential if employees are assigned to the unit from 
participating agencies on a charge-back basis. 

Charges for services, which should fully support the 
operation, should be prorated among users. 

Fi:cst priority should be given to cQtls01idation of 
support services including communications)/ records and identi
fication) information systems and in telliigenee, laboratory 
services, purchasing, recruitment and selection, ~raining, and 
community relations. Second priority should be given to selected. 
field services including in~estigations, field technical services, 
and s~ecial tactical (squad) operations. Third priority should 
be given to consolidation of t@tal police services. 

An annual evaluation should be made for effective budget 
development, changes in program emphasis (including discontinu
ing the program), reallocation of resources, and revised charge· 
back schedules. 
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Criminal acti vi ty is often mu1 tijurisdictional. The 
success of each police agency in its operat~ons has a direct 
effect on criminal activity in neighboring jurisdictions. The 
police chief executive must recognize certain criminal activity 
as a regional problem and realize that coping with it requires 
regional coordination. 

By confe~ring regularly with other police chief execu~ 
tives within his area, the chief executive of every police 
agency can increase his knowledge of regional cr~minal activity. 
The more he knows about it, the more his agency can do about it 1 
both in its own operations and in cooperation with other agencies 
in the area, 

Regional coordination of police functions should be based 
on need, and need will vary significantly from area to area. 
The need might be satisfied by an interagency arrangement no 
more complex than providing for two officers, each investigating 
a similar crime, to pool information and resources in working 
together toward a solution. It might require a loosely knit 
squad of officers who normally work within their respective 
agen~ies and jurisdictions, but who may be designated to parti
cipate temporarily in a joint operation of specified scope. Or 
it might require an on-going regional organization with a formal 
structure under the operational control of a board of directors 
and with personnel of participating agencies ~egularly assigned 
to it. 

No police services should be provided by contract until 
all financial and service provisions have been thoroughly re
searched and developed, and responsible officials of both jur
isdictions have fully accepted them. Every con.tract should be 
established on a sound economic basis; arrangements should be 
made for full compliance by both parties, including the employ
ing of required personnel. The contract should include pro
visions for increases in both services and costs when they are 
indicated. Arrangements should be made for formal evaluation 
of contract services and costs a regular intervals by both 
parties. 

Whatever the regional needs, the police chi~f executive 
has a responsibility to contribute to planning, developing, 
implementing, and m'intaining regional anticrime efforts because 
of their potential effect on his own operations. 

ILLINOIS COMMENTARY 

Illinois has legislated a favorable climate for combined 
and cooperative police services. The Illinois Constitution 
establishes the right of governments to associate among them
selves, and Chapter 127 of the Illinois Revised Statut~ pro
vides for intergovernmental cooperatiori ana establishes govern
mental rights to contract with other public agencies. These 
provisions are very broad in nature--agreements can be between 
local governments; local and county government, or local or 
county and state government or public agencies thereof. 
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The intent of the framers of the 1970 State Const~tution 
and the enactors of the ~nter~governmental Cooperat~ons Act of 
1973 (Chapter 127) was to encourage inter-governmental coopera~ 
tion by giving the concepts a broad and unencumbered legal base. 

In a Greater Egypt Regional Planning and Development 
Commission working document entitled "Intergovernmental Cooper
a.tion", three fundamental types of arrangements between govern· 
ments are identifiedt 

1. Two or more local governments jointly perform a 
function or jointly operate a facility~- an ex
ample of this would be a communications center 
serving both a local and county police agency, 

2. Two or more local governments mutually assist 
one another in emergency situations·-the local 
flood or tornado disaster response plan is an 
example. 

3. There exists a permanently formed organization 
whose main function is to address common problems 
and needs--a metropolitan enforcement group is an 
example of this. 

The Greater Egypt working document goes on to point out 
that regardless which of these three methodologies of inter
governmental cooperation is selected, any agreement should 
spell out the following in the form of provisions! 

1. Nature of the agreement 

2. Work to be performed 

3. Limitations 

4. Service Charges 

5. Administration 

6. Fiscal procedures 

7. Staffing 

8. Property arrangements 

9. Duration, Termination and Amendment 

The type of a~rangement best suited to acqu~rlng expanded 
police service according to the above would be a contract. Con
tracts for services are particularly well adopted for providing 
a standardized service such as po1ice~ radio, criminal investi
gation laboratory facilities, and electronic data processing. 
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As far back as 1972 1 the Edwards COuntY1 Illinois Sheriff 
assumed all enforcement duties in Edwards County by contract; 
the same arrangement was adopted a year later by Cass County. 
More recently, according to an article appearing in Suburban 
Week (January 26 and 27, 1977), Barrington, Illinois police 
are-providing police service to the neighboring suburbs of North 
Barrington, Deer Park t and Inverness, The village president of 
North Barrington was quoted as stating that the crime rate was 
reduced 50 percent under the arrangement. Other involved govern w 

ment officials also termed the arrangement successful. 
Mutual aid agreements can be very helpful to the law 

enforcement agencies involved in them. One example of a work
able mutual aid arrangement is that which exists between the 
police agencies of WoodriveT, East Alton and Bethalto, Illinois. 
Under this agreement, when a major crime occurs in one city, 
the Chief of that city contacts the two other Chiefs. The three 
agencies then field an interagency investigations team to solve 
the c;cime. 

If agreements and contracts between two or more govern
ments can result in better delivery of police services. what then 
holds governments from entering into cooperative arrangements? 
Communities are reluctant to accept the concepts discussed here 
for many reasons. The Standards and Goals Committee discussion 
covered several of these. One general reason cited was the 
uncertainty of liability or responsibility for death or injuries 
of police officers when such death or injury occurs in mutual 
aid or contract service situations. The spectre of paying full 
disability pension payments to a twenty-five-year-old police 
officer from another community presents a great obstacle for 
many small communities. 

A more specific area of concern involved small police 
agencies ' relations with State Police agencies. Here, the 
question of who is in charge in situations requiring State 
assistance was raised. It is suggested that mutual aid pro-
grams between State and local police agencies deal with this 
question in special planning sessions for unusual occurences. 
Somewhat related to the above, the Committee discussions uncovered 
a local police agency need to utilize State equipment. This 
need was brought to light in Peoria, Illinois, during the 1976 
Presidential compaign. As a result of several visits to Peoria 
by the Presidential candidates, it was found that demands on 
local police agency equipment, particularly communications 
equipment, could not be met with existing resources. Clearly, 
there exists a real need for cooperative agreements with the 
State whereby emergency and non-ccmtingency equipment owned 
and maintained by the State could be utilized on a need basis 
by local police agencies for short periods of time. The stock 
piles could be located in such a manner that when the need 
arose equipment could be in the hands of requesting police chief 
executive)s wi thin fOUl' hours any-\'l'here iIi the State . 
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Illinois police chief executives should be the moving 
force in persuading their respective local or county govern
ments to examine and implement mutual assistance agreements and 
service contracts where needed, 
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ILLINOIS STANDARD 5.3 

COMMITMENT TO' PLANNING 

Every police agency should develop planning processes 
which will anticipate short and long~term problems and suggest 
a~~ernative solutions to them, Policy ~hould be written to 
guide all employees toward effective administrative and opera~ 
tional planning decisions. Every police agency should adopt 
procedures immediately to assure the planning competency of 
its personnel through the establishment of qualifications for 
selection 1 training and development. 

1. Every police agency should establish written policy . 
setting out specific goals and objectives of the planning effort~ 
quantified and measurable where p05sible 1 which at least include 
the following: 

a. To develop and suggest plans that will improve 
police service in furthering the goals of the agency; 

b. To review existing agency plans to ascertain their 
suitability, to determine any weaknesses, to update or 
devise improvement when needed, and to assure they are 
suitably recorded; 

c. To gather and organize into usable format infor~ 
mation needed for agency planning. 

2. Every police agency should stress the necessity for 
continual planning in all areas thraughout the agency, to in~ 
clude at least: 

a. Within administrative planning: long range~ fiscal 
and management plans; 

b. Within operational planning: specific ope~ational 
procedural. and'tactical plans; 

c. Extradepartmental plans such a~ natural disaster 
plans, mass casualty operations and mutual aid operations; 

d. Research and development. 

3. Every police agency should establish written qualifi
cations for employees assigned specifically to planning activi
ties. 

4. Every police agency should provide training necessary 
for all personnel to carry out their planning responsibilities. 

5. If there are planning needs that cannot be satisfied 
by agency personnel the police agency should satisfy these needs 
through an appropriate arrangement with another police agency, 
another governmental agency, or a private consultant • 
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NAC COMMENTARY 'EXGERPT S 

The police operate 7 days a week, 24 hours a day, As 
a. resul t ~ there is an unUS11al amount of acti vi ty for which 
plans must be made., Yet because of the unpredictable nature 
of the work) planning is more difficult., Emergencies occur 
when least expected. A police agency must be prepared for 
anything; that means it must plan for everything. . 

The police effort is difficult to measure. Effective 
comparisons with other agencies are all but impossible. Each 
agency works under different conditions in different circum
stances. The focus of police work changes from month to month 
as new problems arise and old ones are brought under control. 

Work schedules, paydays? pattol assignments, and uniforms 
are all part of planning. The decision a police agency must 
make is not whether to plan, but rather how much to plan, in 
what detail, and how far ahead. Planning should not be so 
detailed that the effort and cost outweigh the benefit. 

The business that plans effectively generally succeeds, 
makes a profit, and rewards its shareholders. The police agency 
that plans effectively generally operates efficiently and re
wards its community with effective and dependable police service. 

A police agency that fails to plan ahead is forced to 
operate from day to day, adjusting to new demands as new de
mands arise, but never undertaking long range projects to up
grade police service. The agency may appear effective, but 
could be much more effective if it charted its course. Such 
an agency delivers less than maximum police service and short
changes its community. 

Planning can provide valuable indirect benefits for most 
police agencies. In developing plans, agencies must review old 
routines. Fresh insight into police work is valuable. Police 
officers, given a role in planning, take new interest in their 
work. As an agency senses its own improvement, morale improves. 
Plans can give a staff a sense of direction and the agency a 
unified purpose. 

Extensive planning, administrative as well as operational, 
is one of the most critical needs of the police today. There 
are not many police chief executives who disagree with this, but 
few have taken positive steps to encourage or implement such 
planning. This failure puts the burden on individual subordin
ates who must plan for their own operations without administra
tive direction and support, usually on a crisis basis. 

Additionally, the failure of the police chief executive 
to provide for planning indicates to subordinates that he con
siders planning to be unimportant, or that he is not inter:ested 
in how they perform their work, The first tynds to encourage 
the subordinate to adopt the same attitude toward planning; 
the second lowers morale and efficiency. Neither contributes 
positively to the effectiveness of agency operations. 
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When the police chief executive does take steps to es
tablish a planning unit or to assign administrative planning 
responsibilities~ problems can develop if he does not clearly 
delineate the relationship between the planning unit and other 
agency personr~l, Planning personnel may feel removed from 
operations personnel and operations personnel may feel they, 
have been relieved of all planning duties. 

It should be clear that the police chief executive must 
provide proper direction and an atmosphere that encourages 
operational planning throughout the agency. The first step 
should be the formulation and dissemination df a strong and 
unequivocal policy statement expressing commitment to planning 
and to positive change. Providing the necessary organizational 
structure and staffing for planning-~should reinforce commit
ment; at the same time it prepares the agency to meet its needs. 

It should be equally clear that he has a responsibility 
to provide the organizational structure and the staffing neces
sary to generate a full spectrum of effective planning for his 
agency. When a product is primarily the result of personal 
effort, its quality usually corresponds to the qualifications, 
training, attitudes, and personality of those who contributed 
to the effort. Police planning is no exception. 

ILLINOIS CO~WENTARY 

The urgent need for police agency planning is pointed 
out in an article entitled "Planning: The Dynamics of Police 
Administra tion, 11 appearing in the F. B. I. Law Enforcement 
Bulletin. To illustrate the critical and widespread nature of 
this need, the authors, Mr. James Zurawski and Sergeant Edward 
Brook of the Chicago Police Department Research and Development 
Division, point out that: 

"In 1967, afte: considerable research and effort, 
the President's Commission on Law Enforcement and 
Administration of Justice reported with emphasis 
that: 

'A police force cannot be effective if it is 
administered on a day-to-day crisis basis. It 
needs plans: contingency plans, for example, 
about how to handle a visit by the Pt'esident 
or how to capture an armed desperado holed up 
in an ap~rtment: operational plans about how 
to deploy men in various neighborhoods at 
various times of day or how to deal with the 
problem of apartment burglaries; long-range 
plans about improving the quality of personnel, 
installing new e.quipment or controllir~ wide~ 
spread vi ce, budgetary plans, communi fY"-rela tions 
plans, t('!chnological plans, and plans of many 
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other kinds, It needs not only to develop 
new plans but to review continually the 
operation of plans already in effect and to 
amend or discard them if necessary. 

Obviously, the first step toward effective planning is 
to recognize its importance, Agency commitment to planning 
should be followed by allocation of adequate reSQUrces to 
reinforce this commitment. The most important resource in this 
regard is the planner, himself. To insure the competency of 
planning personnel, every police agency? large and small~ should 
establish written qualifications for such personnel. These 
qualifications should be based on a combination of experience 
and academic background and, if pOSSible, demonstrated ability 
to plan effectively. 

Even though they meet agency qualifications, those re.spon
sible for planning shoUld be given additional training. This 
training should develop the personls abilities to plan effectively 
and should involve advances in the var~ous planning methodolo
gies and research techniques. If an individual police agency 
does not have the expertise to provide such training, other 
training sources should be utilized, such as educational 
institution or outside consultants, 

Planning must not be done in a vacuum. Current informa
tion must be gathered and analyzed continuously. Too many 
times the phrase, "If I had known that, I wouldn't have ... ,II 
is heard. This phrase is a signpost of poor planning. If an 
agency is unable to adequately handle all its planning needs, 
it should seek assistance from other, larger agencies or out
side sources. Also, police planners should work with agencies 
and ina.ividuals outside the department who may have impact on 
police plans. Heads of other government departments, city 
planners, regional planning commissions, State Police, and 
citizen groups are all examples of contacts whose input may 
affect the planning process. 

The benefits to be derived from police planning are 
numerous; several are discussed in the National Advisory 
Commission commentary that introduces this standard. The 
following examples taken from the aforementioned article by 
Zurawski and Brooks illustrate two practical program applica
tions of sound planning: 

The Research and Development Div;i.si("-,.! lanned and 
developed a police period year for ~ ~ce operations 
that involved dividing the year chronologically into 
13, 28-day periods. This allows periods with similar 
weather conditions, hours of the day and night, and 
times of the year, to be more accurately and realisti
cally compared criminologically from year to year. 
The new system has additionally improved the depart
ment's administrative process tremendously, including 
uniformity of work and day-off schedules, furloughs, 
and time-keeping responsibilities. 
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A recent assignment of the planning unit involved the 
mounting load of departmental paperwork. Early in 
1974 1 the department began experiencing very serious 
backlogs, for example 1 in the handling and processing 
of field case reports, Research by planning personnel 
indi~ated that 17 percent of these reports involved 
uniounded cases. The elimination of these reports 
alone has saved the department almost $400,000 and 51,395 
man hours. Als0 1 the function of reproducing the re-
qui red number of copies of case 'reports has been decen
tralized to area criminal investigation units. Much 
faster retrieval of statistical data resulted. The 
research produced a new report form which has eliminated 
a variety of separate forms that had previously been 
used. 

Finally, perhaps one of the greatest incentives for 
sound police planning relates to dollars--or rather, the lack 
of them. The fiscal limitatjons of many Illinois communities 
have been reached; annual increases in revenue rise by only a 
few predictable per~entage points. Therefore, it is easy to 
understand that those programs requiring nb new dollars or 
minimal dollars will stand the best change of acceptance. In 
many instances, however, police agencies are faced with problems 
that can be solved only by large investments of money. Often 
the return for this investment will not be visible for a number 
of years, i.e., reduced crime. To convince those who control 
the budget of the worth of such programs requires sound plan
ning. Well-substantiated data, viable goals and objectives, 
sound program methodology, and performan~e and effectiveness 
measures should all be planned ahead so that a solid case for 
the program can be presented. The police agency that commits 
itself to effective and on-going planning is in a better posi
tion to obt~in needed f~~0s and successfully attain its goals 
and objectives. 
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ILLINOIS STANDARD 5.4 

SELECTING A TEAM POLICING PLAN 

Illinois law enforcement agencies should be committed 
to improving cooper~tion between the public and their police 
officers. Team policing can be used as a starting p~int in 
developing their own programs or in applying the concepts of 
team policing in ways not yet envisiOned. Every police agency 
should examine the team policing concept to determine its value 
in increasing coordination of patrol and specialized functions 
within the agency. A team policing system should be adopted 
when research and testing indicate that such a system would 
enable the agency to use its resources more efficiently and 
effectively. 

Every police agency implemer\ting team policing should 
insure that the system effectively facilitates the agency's 
efforts to reduce crime, detect and apprehend criminal offenders, 
improve the quality of police services, and enhance police
community cooperation~ 

1. Every police agency should include agency personne.l 
in the team policing planning and implementation process. Per
sonnel participation should be consistent with the degree of 
ultimate involvement in the team policing system. 

2. Every police agency should provide preparatory and 
inservice training for all personnel involved in the team 
policing system. The objectives of the training program should 
be to acquaint all agency personnel with team policing policy, 
procedures, objectives, and goals~ and to provide specific 
training according to the extent and nature of personnel in
volvement in the team policing effort. 

3. Every police agency should develop programs to 
encourage community support of the agency's team policing 
system. 

ILLINOIS COMMENTARY 

Three operational elements which differentiate team 
policing from traditional patrol concepts are cited in an 
article ap,earing in the Journal of California Law Enforcement. 
These three elements along with the team's function are listed 
below: 

1. Geographic stability; 

2. Maximum interaction among team members; and 

3. Maximum communication among team members a.nd the, 
community. 
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The functions of the team are: 

1. To control crime; 

2. To improve community communications and cooperationj 
and 

3. To provide essential public services. 

In practice, the team policing concept can take varied 
forms. One approach is to divide the patrol force into teams 
assigned to various locations as the workload and cal~-for
service require. In another approach, crime and service func
tions are separated. Crime control teams are assigned terri
tories for the control of crime and non-emergency service calls 
are left to non-team patrol officers. Although the organiza
tional design of team policing varies in pTactice, a common 
goal exists--to reduce crime through improved community communi
cations and cooperation and the more efficient organization of 
patrol personnel. 

The question of whether or not to adopt team policing 
should not be a starting point ior police departments. Rather, 
the starting point should be to understand the problems facing 
the individual department. Once these problems have been 
identified, the police administrator may choose to either accept 
or reject the team policing concept based on careful analysis 
of departmental needs. 

If the department should decide to implement team policing, 
it can be accomplished in various methods. One method appro
priate for medium size and large departments is that of desig
nating one geographic area as a test site. Smaller departments 
with limited personnel may have to test the team policing pro
posal agencywide. 

A variation of team policing presently being implemented 
by the Chicago Police Department is the Beat Representative 
Program. According to Superintendent Rochford, this program 
"has as its objective the involvement of the citizen in mobiliz
ing the community into a cohesive unit guid.::d toward a common 
goal, that is the reduction of crime, vandalism, intimidation, 
and blight." 

Under the Frogram, each district is divided into geo
graphical areas encompassing several "beats." Each area has 
a citizen leader or beat representative, who is responsible 
for org:aniziug the area through block captains and other con
cerned persons. Beat representatives are chosen from the areas 
in which they live by a citizen re~ident as district steering 
committee coordinator. Officers in each beat are responsible 
to communicate with beat representatives, attend meetings of 
citizens involved in the program, and share information or 
crime conditions, police operations, crime data, wanted suspects 
and vehicles, and problem locations. 
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The Chicago Police Department has assured critics who 
say the project may turn into a "police spying" operation 
that each program in each district will be operated by the 
citizens involved--the district commanders must cooperate, 
but that they will not "run" the programs. 

Whatever manner chosen for implementation, it is velY 
important to research and plan prior to implementation and 
establish program goals and objectives. All members directly 
or indirectly involved in the team pOlicing plan or affectsd 
by it should understand and hopefully support the proposed 
plan. Personnel r~sponsible for making the plan work must be 
given proper training, support, and necessary authority to 
achieve the plan successfully. 

In evaluating the effectiveness of team policing, the 
following questions are suggested as a checklist (.Tournal of 
California Law Enforcement): 

1. Is there a reduction in crime? 

2. Is there an improvement in police-community 
cooperation? 

3. Is there an increase in the general level of 
service rendered to the community? 

If the answer is "yes" to the above three questions, 
then the team policing concept is the operational procedure 
for that individual department. However, if the effects of 
the team plan are negative, it must be immediately withdrawn 
and a new operational procedure tested. 

The realities of day-to-day policing in Illinois have 
not always been conducive to a team policing "plan". Most 
police agencies in Illinois are small enough in size that they 
are in fact a "team!! police force. The standa'rd itself was 
almost rejected at the outset, as inappropriate, by the 
Operations Sub-Committ~e. The very low need to change exist
ing practices given to this topic in the Police Chief Executive 
Survey 1',,\uld justify this position to some extent. But, wha.t 
the police chief executive must recognize--as did the Sub
Committee--is that the primary emphasis of this standard is not 
to endorse team policing per se 1 but to endorse all types of 
innovative methods of delivering basic police services that 
will improve police/public cooperation. Every Illinois police 
administrator. owes it to himself and his community to examine 
alternate methods of police service delivery in his efforts to 
maximize police efficiency and effectiveness. 
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ILLINOIS STANDARD 5.5 

INTER-AGENCY PLANNING 

Every police agency should immediately identify the 
types of planning necessary for effective inter-agency opera
tion, and should assign specific responsibility for research 
and development, and police agency and inter~agency planning. 

1: Every police agency should participate in cooperative 
planning with all other governmental subdivisions when such 
planning can have an effect on crime, public safety, or 
efficient police or governmental operations. 

2. Every local governmental entity, in all matters of 
mutual interest, immediately ,should provide for police plan
ning with that of other governmental subdivisions. 

NAC COMMENTARY EXCERPTS 
, 

The planning needs of each police agency are different, 
and the needs are not static. Obviously the large agency 
serving a densely populated urban area has different needs 
than the small agency serving a sparsely populated rural area. 
The newly created agency in'a jurisdiction of rapid growth 
will normally have needs different from those of a long-estab
lished agency of equal size in a relatively stable jurisdiction. 

Both the large urban agency and the small rural agency 
will firid their planning needs changing as a result of changed 
demography in land use and in the nature, type, or rate of 
crime. Planning requirements of the agency experiencing rapid 
growth will change if its once-stable community begins to 
change. Nevertheless, there are a number of requirements common 
to atl police agencies. If an agency is to. fulfill its respon
sibilities to the community it serves, it must recognize and 
provide for 'these common needs as a minimum. 

Administrative planning relates to giving direction and 
providing support--planning that facilitates all operations. 
It includes'long-range, fiscal, and other management planning. 
Operational ~l~nning relates directly to performance--planning 
for action. It includes procedural, tactical~ and specific 
operational planning. 

Every police agency, no matter how simple or complex 
its needs, should devise its planning program to include each 
of ths'setypes of planning.· The program should include all 
admInistrative planning required to support the agency's 
operations, and it should include all operational planning 
required to :insure adequate performance and the achievement of 
the ageticy's goals and objectives. 

." " 
I, 
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When establishing operational plans, the police agency 
should examine the activities of community groups and organ
izations whose activities would be likely to affect police 
operations. Where appropriate, members of those groups should 
be involved in the planning of police service that may affect 
their activity. Included should be social groups, service 
clubs, civic and political organizations, educational institu
tions, professional or vocational associations, business groups 
and labor unions, and any others appropriate. 

Research and development is the foundation of progressive 
planning. Results of research and development, however, are 
rarely shared by criminal justice agencies and, as a consequence, 
are often duplicated needlessly. This is perhaps due to the 
decen' ;';~lized nature of the system and the lack of effective 
means vf communicating the results. Wherever possible, police 
agencies should make information relating to research and 
development projects available to other agencies. 

The police chief executive, of course, has the final 
responsibility for planning. In small agencies most of the 
administrative planning, and often much of the operational plan
ning, is done personally by the chief executive. The larger 
the agency the less personal time the chief executive can 
devote to planning. Where necessary, he should delegate opera
tional planning to line commanders~ and he should delegate 
administrative planning to staff personnel of a planning unit. 

ILLINOIS COMMENTARY 

Meetings between city and county representatives are 
held daily throughout the State. At these meetings a myriad 
of subj ects are discussed and plans and programs forlfiulated. 
Many times the discussion topics will have an impact on crime 
or public safety. However, if the local or county police chief 
executive is not present, this fact may go unnoticed. As a 
part of his regular duties, the police chief executive should 
make every effort to keep abreast of the nature of topics of 
civic, government, departmental, or inter-agency meetings. 
He should make a determination as to whether or not the topics 
impact on issues relating to police service. If it is likely 
they will, the police chief executive should attend the meet
ing and provide input as appropriate. 

Police participation in municipal and county policymaking 
and planning can result in benefits to police and government 
alike. For example, in a north suburban Cook county police 
department, it came to the attention of the police chief that 
the village water and electric departments were meeting with 
the utilities sub-committee to discuss changes in the village 
street lighting and to formulate plans for submission to the 
village trustees. The chief chose to attend the meeting and, 
when the opportunity arose, pointed out the impact lighting 
has on crime. His input had a positive eifect on the ensuing 
group deliberations. 
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The interrelationship of police and other governmental 
sub~division activities suggests many common concerns. There
fore, there is an immediate need for local governments to 
provide some mechanism for cooperative planning in matters of 
mutual concern. Where no provisions for joint planning exist, 
it is up to the police chief executive to establish planning 
liaison with other governmental units. 

The police also interact with non~governmenta1 agencies 
and individual citizens. Too often, in every branch at every 
level of government) plans are formulated and decisions made 
without a real feel for the citizens' opinion. In the Standards 
and Goals committee discussion, a genuine desire was expressed 
by all for increased participation of non-governmental agencies 
and individual citizens in the planning process. 

Several examples of cooperative planning presently exist 
in Illinois. One successful example is evidenced in IVinnebago 
County. Because officials wanted to maximize citizen partici
pation in the planning of a badly needed public safety build
ing in Rockford the Charrette method was utilized. According 
to, "Charrette an Experimen t in Communi ty Planning" published 
by the NortEern Illinois Law Enforcement Commission: 

In essence charrette is a vehicle for citizen partici~ 
pation ... To summarize, the basic objectives of any 
charrette are (1) To allow local citizens to become 
an integral part of the decisionmaking process in 
developing a public facility and its programs, (2) 
To develop plans that implement solutions to community 
problems within a compressed (shorter than pormal) 
time period, and (3) To demonstrate a capability for 
coordinated action for more efficient allocation of 
public funds and, resources. 

In 1971 the first of serveral grants was obtained to 
begin the project. In 1977 the public safety building, housing 
both the Rockford Police Department and the Winnebago County 
Sheriff Department was completed. The functions of communica
tions, records, and photo labs are combined. Classrooms, pistol 
range, lockers, and exercise facilities are also shared. The 
combined plahning efforts of the criminal justice agencies, 
governments, and citizens of Winnebago and the City of Rockford 
have resulted in a better method of police service delivery; 
hopefully, at a significant savings to the community. 

It has been emphasized tnat police planning must reach 
beyond the police agency. This standard seeks increased co~ 
ordination and communication in the planning cycle among all 
loc~l agencies whose activities can have an effect on crime~ 
public safety, or efficient police operations. The combined 
efforts of these agencies along wif~h active citizen involve
ment ~an have a significant positite impact upon the future 
delivdry of police services in Il~inois. 

ii 
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ILLINOIS STANDARD S.C 

POLICE-COMMUNITY PHYSICAL PLANNING 

Every police agency in the State of Illinois should 
parti~ipate with local planning agencies and organizations, 
public and private, in community physical planning that affects 
the rate or nature of crime or the fear of crime. 

1. Every government entity should seek police partici
pation with public and private agencies and organizations 
involved in community physical planning within the jurisdiction. 

2. Every police agency should assist in planning with 
public and private organizations involved in police-related 
community physical planning. This assistance should at least 
include planning involving: 

a. Industrial area development; 
b. Business and commercial area development; 
c. Residential area development, both low rise 

and high rise; 
d. Governmental or health facility complex 

development; 
e. Open area development, both park and other 

recreation; 
f. Redevelopment projects such as urban renewal; 
g. Building requirements (target hardening), 

both residential and commercial. 

NAC COMMENTARY EXCERPTS 

It has lonb been recognized that certain physical con
ditions can contribute to the rate and nature of crimes, and 
to the fear of crime in given geographic areas. Any experi
enced police officer can identify high crime risk locations 
on his beat by noting such factors as poor lighting, weak 
points of entry to potential crime targets, isolated points of 
entry (i.e., either concealed or located where no one would 
normally pass), physical layout of crime target providing con
cealment, and inaccessibility of areas to police patrol. 

Attempting to reduce crime or the fear of crime by 
regulating physical environment is not new. The pyramids of 
Egypt, in addition to being monuments to their founders, have 
complex access ways to prevent theft of items contained within. 
Moats were built around castles. England, in 1285, enjoyed the 
protection of the statute of Winchester that required the 
removal of shrubs along highways where persons could lurk. 

In modern times, governments have become increasingly 
involved in physical and environmental planning. They have 
enacted building codes and zoning laws while concentrating 
on structural soundness, economics of land use, aesthetic values, 
and, very recently, ecology. Concern for public safety has 
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centered around fire safety (fireproof or fire retardant 
materials, emergency eXists, and hydrant placements) with little 
attention to crime prevention. 

But today, when technological assistance is available to 
increase security--to reduce the potential for crime and thereby 
reduce both crime and the fear of crime--by proper design and 
construction of new (or redesign and remodeling of old) in
dustrial, commercial, residential, recreational, or open space 
developments, the police agency or its government should not 
permit the perpetuation of the practice of bolting doors with 
inadequate locks. 

In view of its responsibility to provide adequate, 
effective, and efficient police service within its jurisdiction, 
every government should establish the organizational and pro
cedural means whereby police participation in community physical 
planning can be assured, whether such participation is with public 
or private agencies To permit the police agency to participate 
adequately and competently in this planning, the government 
must authorize the neccessary manpower and resources. 

The police agency, as well as its government, has a 
responsibility to allocate manpower and resources for partici
pation in all phases of community physical planning that will 
affect or be affected by police activities. This responsibility 
includes the assignment of qualified planning personnel and 
the provision of necessary specialized training in police
community physical planning, agency support in such areas 
as data gathering and analyzing, and necessary administrative ., 
b'~cking. Wi 

The primary purpose of police involvement in police
community physical planning is crime reduction and the approach 
should be manifold. It should prevent and deter crime and make 
apprehension more likely. It should provide physical as well 
as psychological barriers to crime. It should provide barriers 
that prolong the time required for the physical act to be ac
complished, thus increasing the probabili ties of detection and 
apprehension. It should improve the effectiveness of preventive 
patrol and apprehension rates. It should improve accessibility 
of areas to police patrol, reduce pOints of concealment, facil
itate police observation, and improve response routes to reduce 
police response time. 

ILLINOIS COMMENTARY 

In Winnetka, Illinois the police have been involved, as 
e~rly as 1962, in successful police-community physical plan
nIng. Police-community physical planning being a relatively 
new concept and one not widely used makes the Winnetka situa
tion truly unique. In an interview with Mr. Robert Humphrey, 
Chairman of the Board, the Winnetka Bank, on May 31, 1977, 
Mr. Humphrey explained that Winnetka police assisted in the 
planning from the time the bank was first being built, in 1962 
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until its completion in 1964. Prior to construction, archi
tectural blueprints were given to both police and firemen to 
study. Representatives of the police and fire departments 
met several times to discuss the blueprints. The police 
department suggested minor changes in the layout of the security 
devices which were incorporated into the design. EVen though 
the project has been completed, the bank administrators con
tinue to hold regular consultations with the police and fire 
departments to insure continued effectiveness of the present 
security and safety operations. As a result of these consul
tations there have been relatively minor changes. Presently 
a drive-up addition is being built and Mr. Humphrey noted 
that the same physical planning procedure is being utililized-
which in itself says the procedure has been a success. Cities 
throughout Illinois should join Winnetka in utilizing police 
expertise in the planning process of a new or remodeled build
ing. 

A suggested list of areas in which law enforcement 
representatives can provide needed expertise appears in the 
Report of the Task Force on Private Security, Standard 5.4, 
Crime Prevention in Design. This list is repeated below: 

1. Alarm systems 

2. Antiburglary strategies 

3. Antirobbery strategies 

4. Crime displacement 

5. Employee theft control 

6. Law enforcement in support of design 

7. Personnel control techniques and systems 

8. Security hardware for access points 

9. Security lighting techniques 

10. Shoplifting control design 

13,. Special security needs (i. e., computers) 

If not specifically asked, the police chief executive 
should request that police department input be considered in 
the planning stage of a new or remodeled building (as noted 
in the Report of the Task Force on Private Security, Standard 
5.6, Environmental Security in Comprehensive Planning). It 
is at the planning stage that basic decisions are made and the 
involvement of security is clearly established. The goals and 
objectives set in the planning stage provide direction for all 
remaining phases of the project. At this stage, the police 
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chief executive needs to familiarize the planning team with 
past security problems of the locale, offer methods to over
come these problems, point out the benefits of the expected 
results, and estimate what resources are required to attain 
the desired security objectives. 

Police input, however, should not be restricted to the 
planning stage. It should continue·throughout the project 
to handle any security problems that may arise. For example, 
valuable police input can be given on how to prevent theft 
from the building site or how to direct traffic from the con
struction site. As in the Winnetka project, it is good practice 
for the police to regularly review and reevaluate their initial 
input. If a need for change is indicated, additional police 
input should be offered. 

As stated in the NAC commentary, police-community physi
cal planning does not get to the root of the crime problem, 
but if physical planning is properly coordinated with social 
planning it can help alleviate problems associated with crime 
causes. Accordingly, every police agency and government entity 
should seek methods to emphasize to the community the value 
of police participation in community physical planning. 
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ILLINOIS STANDARD 5.7 

RESPONSIBILITY FOR FISCAL MANAGEMENT 

Every State or local government maintaining a police 
agency should immediately assign responsibility for fiscal 
management to the police chief executive. Where he does not 
personally perform the fiscal management function, this respon
sibility should be delegated to an employee with fiscal affairs 
responsibility and staff as needed. 

1. The police chief executive's primary areas of fiscal 
management responsibility should include fiscal planning, budget 
preparation and presentation, and fiscal control. 

2. Every pOlice chief executive should immediately 
delegate the fiscal management responsibilities that he does 
not personally perform. Every police chief executive should 
provide that the responsibilities of the employ~e with fiscal 
affairs responsibility include annual budget development, 
maintenance of liaison with the jurisdictional fiscal affairs 
officer, supervision of internal expenditures and related con
trols, and familiarization with recent developments in fiscal 
affairs management. 

3. Every police chief executive should receive the 
training necessary to enable him to fulfill the fiscal manage
ment responsibility of his position and should provide appro
priate training to all other agency employees having a respon
sibility in the fiscal affairs of the agency. 

NAC COMMENTARY EXCERPTS 

A police chief executive is not simply a crime fighter 
or a policeman of special and superior rank. He is also a 
business manager who should accept full responsibility for 
fiscal management of his agency. Moreover, he is a fiscal 
planner, responsible for developing ~he future expenditure re
quirements for personnel, equipment, facilities, and programs 
necessary to accomplish his agency's goals and objectives. 
While he has an obligation to follow all prescribed procedures, 
he should, where necessary, urge government officials to im
prove the jurisdiction's fiscal policies and practices, and 
he should seek to raise the level of his own fiscal management 
to achieve the goals and objectives he has established. His 
role should not be passive; it should be active and progressive. 

When the city administrator and the city council begin 
their task of allocating funds to all departments and units of 
government for the following fiscal year, the police chief 
executive will find himself in a highly competitive relation
ship with other municipal department heads. The council has 
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difficult decisions to make and is concerned with effecting an 
appropriate allocation of limited resources according to public 
needs as expressed and demonstrated by various department heads. 
Such decisions can never be precisely accurate nor entirely 
acceptable to public constituencies, and the council is subject 
to many influences. 

Carefully developed budgets with adequate justification 
of all major items, especially on their first appearance in 
a budget document, are an important responsibility of the police 
chief executive. In view of typical limitations of revenue 
which most local governments face today, the police chief ex
ecutive must be persuasive but objective with administrators 
and councilmen alike. He must demonstrate sound judgment in 
his planning in order to gain acceptance of his recommendations. 

The budget document, as it leaves the office of the 
police chief executive, is the position statement on money needed 
to initiate, maintain, or expand programs, functions, and acti
vities of the police agency. Although the executive should not 
prepare the budget unassisted (except in very small police 
agencies), the responsibility for a sound fiscal document is 
his. 

While the police chief executive may assign fiscal 
management tasks to subordinates, accountability for all aspects 
of his agency's fiscal policies, processes, and control is his. 
Within the framework of his jurisdiction's governmental structure, 
his accountability is judged and his practices reviewed by the 
jurisdiction's chief executive and, ultimately, by its legis
l~tive body. 

The size of the police agency dictates, at least in 
part, the level and kind of direct involvement in fiscal manage
ment which the police chief executive prescribes for himself. 
His involvement will also be conditioned by his interest and 
competence in fiscal management. It is only in the very small 
agencies that he handles all details of fiscal management. In 
medium size and large agencies, he increasingly delegates aspects 
of fiscal management, but with no diminution of his own ultimate 
responsibility and accountability. 

In agencies too small to justify full-time assignment of 
employees to the task, the police chief executive himself should 
perform the fiscal managem~nt function. In smaller agencies 
where the police chief executive lacks technical competence he 
should obtain assistance but retain responsibility for annual 
budget development, maintain liaison with the fiscal officer 
of the jurisdiction, establish internal expenditure procedures 
and controls, and keep abreast of current developments in fiscal 
management research studies. 
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ILLINOIS COMMENTARY 

The Standards and Goals Committee emphasized the need 
for every State and local government maintaining a police 
agency to immediately assign responsibili ty for fiscal manage·· 
ment to the police chief executive. As has occurred the village 
manager or city accountant prepares the budget and simply hands 
it to the police Chief executive. The Committee felt that 
this procedure is totally unacceptable. Realistic budget pre
paration requires a thorough knowledge of agency plans and 
operations; this knowledge is not likely to be available out
side the agency. Thus, if agency goals and objectives are to 
be facilitated, it is essential that budget preparation be 
the province of the polite chief executive. 

In preparing the agency budget, the police chief ex
ecutive should involve his personnel. Each division or sub-
unit head should be responsible for developing a budget for his 
command. and submitting this suggested budget to the police 
chief executive. This procedure will insure that special unit 
requirements, such as anticipated over-time pay for patrol 
officers, will be included in the total agency budget. Moreover, 
it will heighten the police chief executive's awareness of his 
agency's needs. 

Many police chief executives lack formal training in 
fundamental fiscal management as it relates to their day-to-day 
job. If the police chief executive is not adequately trained 
he should go to the city administrator and request such train
ing. Several Illinois educational institutions offer fiscal 
management workshops or seminars especially geared for police 
administrators. One place such training can be obtained is 
from the Northwestern University Traffic Institute in Evanston, 
Illinois. The Institute offers a 5-day fiscal management 
course entitled "Police Budget Preparation Workshop." The 
course description follows: 

On completion of this job-oriented training program, 
the budget officer will have a broad base knowledge 
of budgeting techniques and will have confidence in 
his ability to design and give presentations to 
justify his agency's budget. Operations involved 
in planning, preparing and controlling a line item
object budget for a fiscal period will be completed 
by student teams using a budget document.from a team 
member's department. Role-playing sesssions provide 
a realistic opportunity for skill development in 
budget presentation and justification. Mastery of 
the line item-object system permits the budget officer 
to apply more sophisticated budgeting concepts for 
management' 5 use in program analysis and planning. 
Decisionmaking methods for allocat:i:ng resources to 
meet program goals and obj ecti ves/wi ,11 be identified 
during discussion sessions on thf'~/aevelopment and 
implementation of the planned program budget. The 
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development and use of graphs~ charts, tables and 
diagrams supportive of budget presentations will be 
emphasized. Videotaping of various practice sessions 
will enable the student to strengthen the impact of 
his presentation style. A final assignment on complete 
budget preparation and justifi6ation requires class 
members to synthesize the concepts, insights and ex
periences gained from prior role-playing sessions and 
instructional lectures. 

Other agency personnel who are delegated fiscal respon
sibilities also should receive training in police fiscal manage
ment. The knowledge acquired by the police chief executive, 
or authorized fiscal officer, either through formal training or 
review of current literature, should be passed on to command 
officers in each division to aid them in preparing unit budgets. 
Proper fiscal training and knowledge will enable agency admin
istrators and supervisors to promote better service at a 
realistic cost. 

REFERENCES 
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ILLINOIS STANDARD S. 8 

FISCAL MANAGEMENT 

Every police chief executive should use the most effec
tive and appropriate fiscal management techniques available. 
He should establish policy and procedures so budgeting is a 
fundamental part of the management planning proce5s. 

1. Every police chief executive should inititate annual 
budget planning with a statement reflecting the fiscal direc
tion received from the governmental entity. 

2. Every organizational element of the police ag,ency 
should be involved in budget planning and should prep~re a 
draft budget appropriate to its needs and adequate justifica
tion should be provided as part of the budget document. 

3. Every police chief executive should develop the 
fiscal controls necessary for the agency to stay within funding 
restrictions, to insure that funds are being spent for author
ized purposes, to account properly for monies received from 
the public, and to alert management to possible fiscal problems 
requiring remedial action . 

4. The governmental fiscal officer should provide fiscal 
programs and procedures which would permit the police chief 
executive to more effectively determine specific cost factors 
of police operations and functions. 

NAC COMMENTARY EXCERPTS 

Fiscal management procedures should be carefully de~eloped 
to guide agency employees in budget preparations. Every fiscal 
affairs officer should write fiscal procedures and, after appro
val by the police chief executive, distribute them to manage
ment personnel. Agencies with no fiscal officer should have 
an agency employee prepare fiscal procedures. In either case, 
the fiscal affairs officer of the jurisdiction should be con
sulted, and procedures should be compatible with those estab
lished by the jurisdiction. 

Annual budgets should be developed ~n cooperation with 
all major organizations within the agency. Commanding officers 
of the agency's bureaus--patrol, traffic, and detectives--mu5t 
\--leigh their needs and present budget estimates that include 
reas(mable and economical}/y sound requests. 

In police~agencies large enough for functional organi
za~ion (i.e~, r~quiring development of bureaus, divisions, 
units, or o£fices), budget development should begin at the 
lowest supetvisory level and should be a consolidation of pro .. 
posed unit budgets. Sergeants, lieutenants, captains, and 
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perzons of higher rank in large agencies should be involved and 
must assume responsibilities in budget deVelopment. Thus 1 in 
the staff services division of a large agency, the unit com
manders of personnel and training, planning and research, and 
others must develop and justify budgets for their operations. 

In small agencies, watch or shift commanders should be 
involved in the budgetary process. Decisions are then made at 
each level of command as the budget is processed. In very 
small agencies the chief alone may prepare the final budget. 
In a ~larger one with a planning unit, and perhaps even a fiscal 
officer, the- uni t or the officer should process recommendations 
and prepare the final document. 

A police manager who recognizes a probh~tr1 of needed 
financial support shoUld prepare a written justi!ication set
ting forth the need for the added expense and justifying it. 
If possible, cost-effectiveness should be demonstrated. To 
identify problems, every police supervisor should inform his 
superior of the need for additional personnel, equipment, or 
supplies if they are necessary to successfully perform his 
task. Every major division or bureau head should consolidate 
proposed unit budgets to form the division or bureau budget. 
It is essential that ,every supervisor ~nd every manager par
ticipate in determining budget needs, and it may be helpful if 
participation extends to the lowest level in the hierarchy. 
Managers should"prepare justifications, but details such as 
projective costs of fringe benefits should be the responsibility 
of the fiscal affairs officer. 

Division or bureau budget requests 
by the police chief executive and his top 
priorities to items of the agency budget. 
officer should assist in the staff review 
assistance to the police chief executive. 

should be scrutinized 
staff to assign 

The fiscal affairs 
by providing staff 

Police agencies occasionally initiate new programs and 
then fail to evaluate them, especially on a basis of cost
effectiveness. A vigorous analysis of programs should be 
conducted periodically to evaluate program achievements and 
program costs. 

As an exercise in determining priorities, police agencies 
should construct a budget at 80 percent of the current operat
ing budget. To merely project a 20 percent across-the-board 
cut may not be the best way to cut costs and would do nothing 
to establish priorities. Evaluation of programs for this 
exercise may suggest abandoning, reducing, or modifying some 
activities within the hypothetical reduced budget. When the 
budget is reworked on a 100 percent basis, the new order of 
priorities may substantially influence it and provide essential 
support for top priority functions. It may result in a more 
efficient and effective police agency. 
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Without adequate control over allocated funds, police 
agencies could run out of funds needed to carry out their 
programs. For this reason, in addition to fiscal controls 
established by municipal controllers, police agencies should 
develop and adopt well-designed fiscal controls to inform 
management on the status of the various salary, expense, and 
equipment accounts, and take remedial action if necessary, 
to bring these accounts into balance. 

Unforeseen situations invariably arise where the need 
for additional police services cannot be anticipated by prior 
fiscal planning efforts; therefore, it is essential that inter
account transfers be available to the poli.ce chief executive 
and major element commanders. Examples of such situations 
range from additional funds needed to compensate for overtime 
expended during natural disasters or civil disturbanc~s to 
funds needed to purchase material not authorized in the 
operating budget. 

To provide for such contingencies, various mechanisms 
of adjustment should be available within the budget system. 
These options should include transferring funds from a later 
funding period to the present period, transfvrring funds from 
an account that has a savings to one that requires additional 
funding, and requesting that additional funds be granted for 
police needs. 

Establishing a highly flexible budgetary transfer 
process, however, increases the need for prompt and critical 
review of periodically prepared summaries of expenditures, 
balances, and interaccount transfers. These summaries shOUld 
consist of reports on allotments and encumbrances? and shOUld 
be reviewed promptly by the police chief executive and by the 
head of each major organizational element within the agency. 

By exercising the proper admlaistration of fiscal 
controls, the police agency fulfills its civic responsibility 
to provide prudent fiscal management of the taxpayers' money 
without neglecting the necessary level of police services 
expected by the community. 

ILLINOIS COMMENTARY 

Fiscal management is a necessary priority in police 
departments to insure operational effectiveness. The Standards 
and Goals Committee emphasized the need for effective cost 
analysis as a fiscal management tool; The Committee noted the 
police chief ~xecutive shOUld maintain liaison with governmental 
fiscal officers to obtain the needed assistance to establish 
effective cost analysis procedures. The fisGal officer under
stands the day-to-day dollars and cents operation and should 
pass this understanding on to the police chiefaxecutive. 
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There are numerous alternatives in establishing an 
effective cost analysis procedure, some traditional, others 
locally originated. The fiscal manager must understand that 
every agency is unique. Therefore, the fiscal management 
technique utilized must be the one that is most effective and 
appropriate. In order to develop effective fiscal procedure 
the governmental fiscal officer must work together with the 
police fiscal manager to determine how best to finacially 
operate the police agency. The police fiscal manager and 
governmental fiscal officer also must take into considerqtion 
the increases that may occur during the year such as cost of 
living increases or inflation. 

Through development of an effective cost anlaysis plan, 
the fiscal manager is now ready to prepare the department's 
budget. Just as in determining the cost analysis when budget
ing, the fiscal manager should have regularly scheduled meetings 
with the governmental fiscal officer to stay on top of the 
fiscal situation of his agency and that of the government 
enti ty f, 

A factor of great importance when preparing a budget is 
the language. Many fiscal managers lack the necessary knowledge 
on how to document and present their fiscal budget needs ade
quately. The fiscal manager should be able to present accurately 
in a verbal and visual language to the Jurisdictional Fiscal 
Officer and governmental officials the dollars and cents needs 
of the police department. Also, the fiscal manager should be 
able to present visual representation of the needs of the police 
department by means of charts, graphs, and other imaginative 
methods to get the point across clearly and accurately. One 
such budget procedure clearly understandable is that used in 
the Village of Skokie, Illinois. Over the years a format has 
evolved which allows for the monetary request coupled with a 
narrative justification as articulated in terms of department 
goals and objectives. The format provides for unique sections 
for outlining the Program Goals. Supportive of the articulated 
goals is the section of the budget document covering Fiscal 
Year Objectives, related to Program Goals. Performance sta
tistics give further support to actual need in the budget 
category. Illustrative of this format is a page taken from 
the Village of Skokie's police budget for Fiscal 1977-1978. 
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PROGPJU1 BUDGET SHEET 

FL~CTION Public Safety 
and Protection 

PROGRAN GOALS 

VILLAGE OF SKOKIE 

1977-78 BUDGET 

SUPPORTING DETAIL 

Exert increased pressure against the criminal element 
through increased preventive patrol, together with a 
comprehensive, dynamic crime prevention program. Reduce 
traffic accidents by increasing the number of' traffic 
citations. Attempt to foster teamwork amongst diverse 
factors. 

DEPARTMENT POLICE 

ALLOCATION 
UNIT UNIFORM PATROL 

:FUND G 

FISCAL YEAR OBJECTIVES 

P 

54 

Improve upon the response time to call
ed for services while maintaining the 
proper balance of preventive patrol and 
selective traffic enforcement. 

Increase the number of hazardous cita
tions in an effort to reduce accidents. 



Whatever type of budget is determined best by the police 
deparment, the fiscal manager should keep in mind the following 
basic principle stated by Ralph F. Anderson in his article, 
"The Police Budget' A Valuable Management Tool or a Status Quo 
Handcuff?", in the F.B.I.L'awEnforcement Bulletin: 

It is critically important that the police budget 
actually becomes a valuable management tool to 
motivate, implement and control police programs 
designed to guarantee that our streets, homes and 
places of business will, once again, become safe 
for our citizens to enjoy. 

Finally, it is vitally important that the police chief 
executive realize that the budget and fiscal control procedures 
deserve his attention throughout the fiscal year rather than 
just at the time of budget document preparation. On-going 
attention to agelLCY progress through analysis of fiscal condi
tions as they relate to operations will not only keep the 
police chief executive properly informed on program and plan
ning implementation--it will provide him with valid and vital 
information for preparing future statements which can accurately 
portray agency needs and objectives. 
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ILLINOIS STANDARD 5.9 

FUNDING 

Every police chief executive should be thoroughly 
familiar with all means by which the agency can derive all 
the benefits possible from local funding, City-State-Federal 
revenue sharing, grants and grantsmanship, and the Uose of bonds. 
They should understand the implications of each and use these 
means to provide funding for agency programs .. 

1. No police agency should enforce local ordinances 
for the sole or primary purpose of raising revenue, and no 
income arising from enforcement action should be earmarked 
specifically for any single enforcement ag0ncy. 

2. No police chief executive should s0ek referenda that 
would govern the size of the personnel complement or the allo
cation of resources to specific agency programs. 

3. Every pOlice agency should consider using grants 
under explicit conditions to fund planning and experimentation 
in all phases of police service. 

a. The responsibility for the procurement of 
grants from Federal and State agencies and foundations 
should be made the specific responsibility of the 
police chief executive of that agency. 

b. Grants should not be sought to initiate long
range programs unless the jurisdiction will commit 
itself to continued funding on successful completion 
and continuing relevance of the funded portion of 
the project. 

NAC COMMENTARY EXCERPTS 

The flow of money into the treasury of a municipality 
comes from many sources: taxes on properties and intangibles; 
corporate and personal income taxes; fees for licenses and 
permits; fines, forfeitures, and penalties on delinquencies; 
earmarked funds (such as a portion of gasoline taxes collected 
by the State); sale of bonds, sale of materials and services; 
parking meter collections; surcharges on utility services; 
sales and use taxes; grants; gifts or donations; and other 
sources. 

Municipal income levels are usually stable. They will 
rise and fall as economic conditions fluctuate, with almost 
definable lag periods, Some income, however, is not likely to 
be affected by short term changes in the economy--real estate 
tax~s, for example. Sharp rises of income, on the other hand, 
may develop because of changes in personal income tax rates, 
sales and use taxes, or State-earmarked funds, 
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Financial pressures on municipal legislators. and elected 
and appointed officials naturally intensify when the relative 
stability of municipal income is accompanied by rising public 
expectations for a variety of services, increasing vehicular 
traffic, and discernible patterns of community unrest and higher 
crime rates. Indeed, in· some cities tevenues are decreasing 
while pressures for services continue to mount. 

A municipal police agency has little influence on the 
income of its jurisdiction, nor should it have such influence. 
Nevertheless, the police chief executive should be thoroughly 
familiar with all the means by which his cgency may benefit 
from local funding, city-State~Federal revenue sharing, grants 
from government agencies and foundations, and bonds. 

The ethics of a police chief executive's profession 
require that neither he nor his agency become involved in pro
curement of funds. For example, he should not permit enforce
ment action that has, as its primary purpose, augmentation of 
agency financial resources. 

On-going income continually affected by police action 
is derived, for example, from fines and forfeitures, parking 
meters, and issuance of licenses and permits. Income from 
these sources may be substantial. Indeed, in very small com
munities where the police agency is the only full-time general 
fund department, such income may be significant in the police 
budget. 

Both a municipality and its police agency however, must 
commit themselves to the sound, ethical position that control • 
or regulatory functions are its primary concern and that revenues 
should, and usually do, f1m" into the municipa1i.ty' s general 
fund and should not be earmarked for the police. It is a per-
version of sound public policy for revenues from these sources 
to become ends in themselves. While patterns of revenues from 
these sources will develop and must be included in reven.ue 
estimates, they should not be manipulated on the basis of police 
agency income need. They should be a by-product of regulatory 
control policy, nothing more. 

ILLINOIS COMMENTARY 

Numerous funding sources are available to police agencies. 
The police chief executive should take the time to identify 
these sources, determine how they can be best used to further 
the goals and objectives of his agency, and actively pursue 
their application to agency programs. 

It is very importarlt that police maintain a clear dis
tinction between financing and enforcement. Enforcement of 
local or.dinances is a part of the police agency's responsibility 
to the community, not a means to finance the department. Income 
collected as a result of enforcement activities is incidental 
to departmental financing. Enforcement revenues go into the 
municipality's general funds and are not used as a factor in 
preparing the departmental budget. The public needs to be 
clearly aware of this distinction to prevent an unfavorable 
image of the police. Because the news media playa significant 
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role in shaping public attitudes, the police chief executive 
should maintain good communication with local news media 
relative to revenues collected by the police department. News 
headlines such as "Suburbs Find Tickets to Riches ~t!which 
appeared in a Chicago area newspaper, may lead to negative 
public opinion. The accompanying article attributed a Jarge 
increase in revenues in several northern and western Ghfcago 
suburbs to fines collected by local police for traffic tickets. 
The emphasis placed on revenue collection in this articlti could 
promote the concept that the police are trying to generate 
income rather than enforce laws to protect public lives and 
property. Thus, police policy regarding enforcement revenues 
should be communicated clearly to the news media. The media 
should also understand that enforcement revenues become a part 
of the general municipal funds and are not earmarked for the 
police. 

NA~COMMENTARY EXCERPTS 

The use of referrenda to increase personnel complements 
or salaries, or to gain resources for particular programs, 
should be avoided because restrictions inevitably accompany 
such referenda. 

Grants of all kinds can support worthwhile planning 
efforts and initiate experimental and long-range programs. 
However, no new long-range program should be initiated if the 
jurisdiction will not make a commitment to continue the program 
itself if it is successful, even when outside funding is ter
minated. Almost without exception, grants will not support 
long-range programs, and therefore should be used to achieve 
certain objectives within limited periods of time. 

Effective and continuing procurement of funds through 
grants requires considerable skill and the regular attention of 
a person assigned to it. 

ILLINOIS COMMENTARY 

Grants afford the opportunity to plan and experiment in 
all phases of police service. However, many police agencies 
experience difficulty in obtaining grants. The Standards and 
Goals Committee members believe this difficulty stems from a 
lack of sufficient knowledge of how to develop and submit grant 
applications. Because the responsibility for grants is that 
of the police chief executive, he should receive the proper 
training to enable him to obtain and use grants for the better
ment of his agency. 

Training in grantsmanship and grant management. is often 
available through conferences or workshops sponsored by funding 
agencies, police organizations, planning agencies, or educational 
institutions. The Northwestern University Traffic Institute 
in Evanston, Illinois, for example, offers a two,..day workship 
entitled "Federal Grant Workshop for Law Enforcement." The 
course description follows: 
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Participants will sharpen their skills in the actual 
preparation and writing of federal grant proposals 
during "hands-on" training sessions, This course 
is designed to assist your agency in seeking federal 
funds by providing your representative with an under
standing of the current range of federal programs and 
the scope of funding; the ability to identify pro-
grams and funds now available that best suit your depart
ment's current needs, and skill in writing and managing 
grant proposals. Discussion sessions led by faculty 
experienced in preparing grant applications will direct 
attention to: the history of federal funding; the 
current range of federal programs; federal and private 
funds available to the police; establishing the in
formation system to handle federal or private funding; 
writing the proposal, and grants management and evalu
ation techniques. Participants are encouraged to bring 
to the workshop a project or grant idea to discuss and 
develop under the guidance of staff resource personnel. 

The police chief executive should also review the avail-
able literature to increase his knowledge about grants. Pro
fessional journals and police periodicals contain many excel
lent articles on the subject of grant development and manage
ment. For instance, the following checklist on grantsmanship 
by Nelson A. Watson in The Police Chief: 

1. Is this proposal addressed to the solution of a 
real and meaningful problem; 

2. Is there a reasonable expectation that the course 
of action being proposed will meet that problem. 

3. Is it realistic; and 

4. Suppose the money is granted and the project is 
successful, will it really have accomplished 
anything? 

Another valuable source of information on grants is 
the Illinois Law Enforcement Commission's regional planning 
unit. Its staff is trained to provide technical assistance in 
planning for and preparing grant applications. The police 
chief executive should maintain liaison with the planning 
unit's Regional Director for advice and assistance in applying 
for and implementing grants. 
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ILLINOIS STANDARD 6.1 

INTER-AGENCY COMMAND AND CONTROL PLANNING 

The chief executive of every municipality should have 
ultimate responsibility for developing plans for coordination 
of all government and private agencies involved in unusual 
occurrence control activities. Every police chief executive 
should develop plans immediately for the effective command 
and control of police resources during mass disorders and 
natural disasters. These plans should be developed and 
applied in cooperation with allied local, State, and Federal 
agencies and should be directed toward restoring normal con
ditions as rapidly as possible. 

1. Every police agency should develop intra-agency 
command and control plans to activate the resources of the 
agency rapidly to control any unusual occurrence that may 
occur within its jurisdiction. These plans should provide 
for: 

a. Liaison with other organizations to include the 
participation of those organizations in quickly r~stor~ 
ing normal order; 

b. Mutual assistance agreements with other local 
law enforcement agencies and with State and Federal 
authorities, where effective control resources may be 
limited by agency size; and 

c. The participation of other government and 
private agencies. 

2. Every police agency should furnish current copies 
of command and control plans to every organization likely to 
participate directly in the control effort. 

3. Every police agency should insure that every employee 
is familiar with command and control plans that relate to any 
function the employee might be called upon to perform, or any 
function that might relate to his performance. 

4. The State of Illinois and every local government 
should immediately review existing law and consider new 
legislation to permit necessary action by all control agencies 
and afford each individual all his constitutional guarantees 
during an unusual occurrence. 

NAC COMMENTARY EXCERPTS 

Police action, in the face of a riot or the wake of a 
natural disaster, can end violence and restore order. Force 
used must be sufficient, not excessive--the purpose is pro
tection and not punishment. In restQring order, police action 
is the visible will of the citizenry applying discipline to 
itself. 

- 167 -



The ~Dtential destruct~on from riot~ng and disaster is 
much greater than the destruction from all usual crimes in the 
course of a year. Police must be able to handle both, but most 
agencies are not prepareJ for large scale emergencies, Un~ 
prepared, they may respond poorly or too late. Instead of 
ending violence, they may provoke more, and" instead of restoring 
normal order, they may end up imposing martial law. 

To handle emergencies, a police agency needs a plan that 
can mobilize and deploy the necessary manpower with minimum 
deviation from established operating procedures, and with min
imum curtailment of essential police ~('"Tvices to the remainder 
of the community. Because control measureS are essentially 
a police action and because primary responsibility for law 
enforcement is properly located at the local government level, 
local authorities should explore all practical means of con~ 
trolling unusual occurrences at the local level while continu~ 
ing to protect the community. 

It is obvious that some occurrences require more re~ 
sources than an individual local government can provide. To 
meet such contingencies, planners should explore the possibility 
of assistance from other local jurisdictions. Although such 
local response should provide the first line of defense, no 
control plan is complete unless it considers the role of the 
National Guard and Federal troops in extreme \.~ircumstances in 
which local authorities have used all their resources and are 
still unable to control the situation. 

The term command and control is used in its broader sense 
to refer to mobilizing, organizing, assi~nirtg, dispatching, 
supervising, directing, and controlling all field and support 
units. It represents all the functions that provide communi~ 
cations, dispatching, auxiliary services, logistics, intelli
gence, management control and allocation of resources, ahd. 
strategic and tactical operations planning and development. 

No model police plan will encompass the needs 01 all 
agencies because of their wide variety in size and local char
acteristics. The objective of the plan should be the same 
for every agency: protection of the community through rapid, 
appropriate, and effective action. 

Weaknesses in the plan will be reflected in faulty field 
operations. Agencies with little experience in controlling un
usual occurrences may need to study model plans. Some agencies 
do not have personnel with the managerial experience to pre
pare an adequate plan and may require outside assistance. 

Unusual occurrences are not handled by police agencies 
alone. Even when the police are the primary control agency, as 
in civil disorders, they must rely on fire, medical, detention, 
and other personnel. Essentt~lly, the role of the police 
during disasters is to assi3t primary control agencies in their 
tasks. Efforts of agencies participating in control and support 
tasks must be coordinated to restore the situation to normal. 
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Each organization should participate in development of the 
plan to insure that its role will be specified and coordinated 
by the local police agency, which must take the initiative in 
this planning. 

Mutual assistance agreements for controlling unusual 
occurren{:.es are not equally advantageous to all loca.l govern
men ts, Some rela t:~vely is ala ted communities with homogenous 
populations may benefit less than those in metroplitan areas. 
Suburban municipalities surrounded by jurisdictions with low~ 
caliber police departments may find mutual assistance pacts 
less satisfactory than other communities. The possibility 
that a neighboring city may refuse to respond on the grounds 
that trouble may spread may cause a city to be reluctant about 
entering into an agreement. 

Relying upon State military forces rather than local 
assistance also has some disadvantages: it may damage police
community relations; repeated use of State military forces may 
reduce their psychological shock value; from 4 to 6 hours are 
normally required for ~tate forces to respond; and local 
officers familiar with local geography and sociological pat
terns are likely to be more effective than outside forces. 

It is essential that every participating agency know 
what function it is expected to perform and the nature of its 
relationship to other participating agencies. The plan should 
be written in a form that is easily understood a.nd convenient. 
A manual form is appropriate for both study and reference, and 
also simplifies revision. The completed planning documents 
should be distributed according to a carefully compiled distri~ 
bution list, Every agency that has a role defined in the plan 
should receive a copy of the plan. Although it is inappropri
ate to publish copies of tactical plans, it is unrealistic to 
expect secrecy with such Wide, but necessary, distribution. 
Truly confidential information should be confined to a separate 
document. 

Each individual who might be called upon to perform 
a function in the control activities must know what is expected 
of him. Not only must he be cQm~letely familiar with his own 
role, but he must understand all other fun(;t1.ons th<;lt relq.te to 
his. Procedures described in the plan must be practiced.' The 
teamwork required for emergency operation means that many in
dividuals must depend on each other. Training will be cJvered 
in a subsequent standard. 

ILLINOIS COMMENTARY 

In developing this standard, it was the feeling of the 
Illinois Standards and Goals Committee that the langP!:tge of 
the NAC Commentaries for Standards 7.3 and 7.5 was redundant. 
However, it was agreed that because NAC standard statements 
7.3 and 7.S were extremely procedural they would serve as good 
checklists and planning guides for police chief executives who 
\<Tere inexperienced in this area. 
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The two NAC standard statements, there£Qre~ are re~tated below 
for ready reference in the application of command and control 
planning. 

NAC Standard 7.3 

Every police agency should develop an interim unusual 
occurrence control organization. This organization shol).ld be 
capable of rapid and orderly activation, assembly, and deploy
ment of all needed agency resources and should be flexible enough 
to permit incremental activation. It should provide the fol
lowing services under the command of the police chief executive: 

1. A control center should be established to act as the 
agency command post responsible for: 

a. Coordinating all agency unusual occurrence 
control activities; 

b. Obtaining all resources and assistance required 
for the field forces from agency and outside sources; 

c. Maintaining chronological logs and preparing 
periodic reports concerning the unusual occurrence 
situations; and 

d. Collecting and disseminating information from 
field forces, agency sources, and outside agencies. 

2. An intelligence organization should be responsible for 
collecting, evaluating, and disseminating information. ~he 
intelligence function should be performed by: 

a. Field units; 
b. A coordinating unit located at the agency control 

center; and 
c. Outside agencies contributing intelligence through 

the coordinating unit. 

3. A personnel unit should be established to: 

a. Activate a predetermined personnel call-up 
system; 

b. Maintain current personnel availability informa
tion and a continuous accounting of all agency per
sonnel; 

c. Anticipate the personnel needs of the field 
forces and provide for them; 

d. Advise the agency commanding officer of the 
availability of personnel when the number of officers 
committed to the unusual occurrence indicates the need 
for partial or total mobilization, or a request for 
mutual aid or military assistance; and 

e. Make proper and timely notifications of deaths 
and injuries of agency personnel. 
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4. A logistics unit should be established to: 

a. Procure the needed vehicles~ maintenance, supplies, 
and equipment; 

b. Account for the distribution of all vehicles, sup-
plies and equipment deployed in the unusual occurrence; 

c. Determine appropriate staging areas and maintain 
a current list of them; 

d. Receive and safeguard evidence and property for 
the field forces; and 

e. Provide for feeding of field forces, when necessary. l 

5. A field command post should be established and 
staffed with personnel to support the field commander. The 
field command post should be staffed and organized to enable 
the field commander to: 

a. Direct the operations necessary to control the 
unusual occurrence; 

b. Assemble and assign agency resources; 
c. Collect, evaluate, and disseminate intelligence 

concerning the incidert; 
d. Communicate with concerned task force officers 

and units; 
e. Apply the strategy and tactics necessary to ac

complish the police mission; 
f. Gather, record, ~md preserve evidence; and 
g. Maintain appropriate records of field operations. 

6. A casualty information center should be established 
and staffed with qualified personnel to: 

a. Gather, record, and disseminate all information 
concerning dead, injured, missing, and lost persons; 

b. Establish liaison with relief agencies to obtain 
information 0n evacuees and evacuation centers; 

c. Establ~sh liaison with the medical examjner or 
coroner; 

d. Deploy personnel, as needed, to hospitals, first 
aid stations, and morgues; and 

e. Prepare casualty statistical reports periodi
cally for the agency commanding officer. 

NAC Standard 7.5 

1. Full-time protection should be afforded every com
munity'by permanent legislation to provide for: 

a. Federal and State reimbursement of local law 
enforcement agencies required to react to Federal and 
State events, such as conventions, campaigns, or VIP 
visits, and extraordinary costs incurred in responding 
to mutual aid requests; 
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b. Mutual aid agreements between local, county 1 and 
State police, and the National Guard; 

c. The prohibition of unnecessary force or violence 
in making arrests; 

d. The prohibition of any sanctuary by providing 
police access to any area, public or private, within the 
jurisdiction or close enough to co~stitute an immediate 
threat to public order within the jurisdiction; 

e. The prohibition of interference with or attacks 
upon firemen or other emergency personnel; 

f. The prohibition against failure to disperse any 
unlawful assemblies; 

g. Prohibition of impeding pedestrian or vehicular 
traffic; .. 

h. Strict controls on the manufacture, possession, 
transportation, or distribution of incendiary or ex
plosive devices; and 

i. Permits for parades, assemblies, and public events 
and regulation of the size and material used in picket 
signs and sign handles or any other device used in a 
public demonstration. 

2. Emergency statutes specifically designed to cope with 
unusual occurrences should be enacted to provide for: 

a. The arrest powers of county and State police and 
National Guard forces when engaged with or without the 
local police agency's assistance in control operations 
within a local jurisdiction; 

b. Emergency police authority enabling local police 
to maintain public order by suspending due process where 
a clear and present danger exists that mob action will 
render ineffective any local police agency's ability 
to maintain order; 

c. Restrictions upon sale of gasoline, liquor, and 
weapons; 

d. The restriction of public access to certain geo
graphic areas under specifically defined circumstances; 

e. Curfew, loitering, and other crowd control 
measures; 

f. The restriction of public use of schools, places 
of amusement, water, and private aircraft; and 

g. Control of the storage of firearms, firearms 
parts, and ammunition. 

The Illinois Statutes provide a legal framework that 
encourages and enhances interagency command and control. While 
the specifics of this have been addressed elsewhere in this 
Report, it is appropriate to note that the statutes allow a 
great latitude for State, county, and local governments to 
interact and enter into mutual aid pacts. In addition, the 
statutes provide that governmental entities may call upon one 
another in certain emergency situations where no agreements 
for aid exist. 
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Unique to Illinois is a move by the Standards and Goals 
Committee to encompass a concern for individual rights into this 
standard in the form of sub-paragraph 4. $ta te .and local. 
planners should review present 1ans for their strengths and 
weaknesses regarding the rights of individuals in unusual 
occurrences, Following a thoroug;) review, each planner should 
take whatever steps necessary to ·.nsure that individual rights 
are protected and that all Illinois police agencies are made 
aware of potential and actual revisions in the law. Every 
police agency' should then develop a definitive policy for the 
field officer regarding the rights of the individual in sit~ 
uations where unusual occurrences exist and incorporate this 
policy into departmental unusual occurrence plans. 

REFERENCES 

1. Administration Sub-Committee Meeting, March 11, 
1977, Winnetka, Illinois. 

2. Standards and Goals Committee Meeting, April 14, 
19 7 7 , Gal e s burg, I 11 in 0 is. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D. C., (Standard 7.1) . 
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ILLINOIS STANDARD 6.2 

EXECUTIVE RESPONSIBILITY 

Every police chief executive should be given responsi
bility immediately to command all police resources involved in 
controlling unusual occurrences within his jurisdiction. This 
authority should be preempted only when a state of emergency is 
declared by the Governor, local authority breaks down, or 
command authority is transferred by prior agreement. In 
carrying out this responsibility, the police chief executive 
should direct all police activities within the affected area, 
and he shOUld insure that at least minimum services are pro
vided to the remainder of the jurisdiction. 

1. Every local government should provide by law that 
the police chief executive be responsible for all law enforce
ment resources used to control unusual occurrences within the 
jurisdiction. The police chief executive immediately should 
establish a system designating executive command in his absence: 

a. A system of succession of command should be 
established; and 

b. A senior officer should be designated the acting 
chief executive in the absence of the chief executive. 

2. The chief executive or his delegate should be avail
able to assume command without delay at all times. This in
dividual should: 

a. Assess the agency 1 s needs in the involved area 
and in the remainder of the jurisdiction; 

b. Make decisions based on available information, 
and issue appropriate instructions to the agency to 
insure coordinated and effective deployment of per
sonnel and equipment for control of the occurrence and 
for effective minimum policing of the remainder of 
the agency's jurisdiction; 

c. Insure that all actions taken by law enforcement 
personnel deployed in the affected area are supervised 
and directed; and 

d. Apply control measures according to established 
command and control plans and predetermined strategies. 

NAC COMMENTARY EXCERPTS 

The chief administrative officer of a political juris
diction is responsible for the control of disorders or dis
asters occurring in his jurisdiction and he should formulate 
plans to insure that the community will be protected. 
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This preparation will require a realistic combination of 
the efforts of various agencies. As the police chief executive 
has the initial response capability and the ultimate control 
responsibility for most types of unusual occurrences) his 
agency's role in some situations will be to facilitate the 
activities of another agency, such as the fire department. 

Where the police agency does not have responsjhility for 
primary control (In Illinois, County Civil Defense directors 
are in overall charge in certain types of unusual occurrences.) 
it should be prepared to assist, coordinate, expedite, and 
protect agencies directly engaged in control efforts. 

Controlling an unusual occurrence can be a convincing 
determinant of leadership ability. During an unusual occur
rence, the police executive must exercise command in a highly 
charged atmosphere. Immediate decisions must be made and 
executive advisers mey not be at hand. Effective leadership 
requires fundamental understanding of the precise role of the 
agency in an unusual occurrence; success will then depend on 
careful preparation and qualified people. 

All law enforcement personnel who assist another juris
diction should be commanded by the police chief executive of 
that jurisdiction. He should retain this authority until the 
local agency and assisting forces can no longer control the 
situation, or until the Governor declares a state of emergency 
and supplants local authority with State or military forces. 
By prior arrangement, command authority may be placed in the 
county or State police agency when that agency is invited 
to assist. This may be advisable in the case of small agencies 
that arrange for mutual aid assistance from county or State 
agencies. 

As a practical consideration, a crisis should be assessed 
continuously at the local level to anticipate the need for trans
ferring local authority to a higher echelon of government. 
Failure to anticipate this need can result in uncontrolled es
calation while an unnecessarily delayed reorganization of 
control forces takes place .. 

In the absence of. the police chief executive, a senior 
officer should be on duty or on call to assume the leadership 
of the agency. Command responsibility should be exercised if 
the police chief executive is incapacitated or out of town 
during an occurrence. A system of succession should be es
tablished to insure that leadership is available even when 
casualties cut deeply into the upper echelons of the agency. 

The police chief executive or his delegate should be 
available to assume command of an occurrence at any time, and 
without delay. He should assess the information available and 
initiate rapid and effective action to restore order. He 
should isstie appropriate instructions to coordinate control 
deployment and effective minimum policing of the remainder 
of the city. 
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Supervision of all law enforcement personnel deployed 
in the ocyurrence should be a major priority to insure that 
age.-ncy objectives and policies are carried out. 

Emotions may run high when a force is engaged in a 
combat situation, particularly if officers are in hot pursuit 
or are returning fire from snipers or barricaded suspects. 
Strong, objective leadership is needed to control and direct 
these forces. The-unusual occurrence organizational structure 
and control plans should be organized to provide this leadership 
through field supervision. 

REFERENCES 

1. Administration Sub~Committee Meeting, March 11, 
1977, Winnetka~ Illinois. 

2. Standards and Goals Committee Meeting, April 15, 
1977, Galesburgp Illinois. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, [J. S. Prinrrn~g-~()ffice, Washington, 
D.C., 1973 (Standard 7.2) . 
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ILLINOIS .sTANDARD 6.3 

MULTJ ~ARRESTPROCE'S'SrNG 

Every police agency should immediately develop a system 
for the arrest, processing, transportation~ and detention of 
large numbers of persons. The agency should seek alternatives 
to multi-arrests, but if it is determined that multi~arrests 
are necessary, a system should be available to provide adequate 
security for prisoners and officers and to insure that the 
arresting officer is returned to his field assignment as quickly 
as possible. The system should facilitate the restoration of 
order by means of lawful arrest, and preservation of all 
available evidence. 

1. The multi-arrest system should insure that arrestees 
are processed as rapidly as possible. The system should provide: 

a. A procedure for gathering and preserving avail
able evidence to connect the arrestee to the crime he 
is to be charged with. The evidence may include photo
graphs, recordings, videotapes, statements of witnesses, 
or other evidence; 

b. A procedure for receiving each prisoner from the 
arresting officer and facilitating the office~'s re
turn to his field assignment as soon as possible; 

c. Positive identification of the arrestee and the 
arresting officer; 

d. A procedure for receiving and maintaining con
tinuity of evidence; 

e. Rapid removal of arrestees from the affected area. 
Security should be provided en route to prevent attempts 
to free prjsoners 

f. A secure detention area to prevent escape or 
attempts to free prisoners. The facility should be 
adequate to maintain custody of a number of prisoners 
in safety; 

g. Prearranged inter-agency agreements to facilitate 
the assimilation of the arrestees into the jail system 
when the arresting agency is not the custodial agency; 

h. Defense counsel visitations after processing. 
These visitations should be permitted under field con
ditions or at temporary detention facilities only 
where adequate security is provided. Prisoners should 
be transported to a secure detention facility without 
delay; and 

i. Liaison with local courts and prosecutors to 
determine proc~dures and temporary court sites for 
speedy arraignment of arrestees. 

2. The multi-arrest system should make the name and 
charge of persons arrested available to public inquiry as soon 
as possible after the arrestee has been processed. A current 
list of arrestees should be communicated to the agency command 
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center as the information becomes available. Inquiries should 
be directed to one central location. 

NAC COMMENTARY EXCERPTS 

The prospect of making arrests during massive demonstra
tions and crowd control activities demands that every polic~ 
agency prepare for the problems inherent in arresting, process
ing and detailing large numbers of persons. The problems are 
similar to otpers arising in the control of disorders. The 
demands made upon operational personnel exceed their capacity 
in terms of time and manpower. Facilities are inadequate to 
handle unusually large numbers of prisoners. To meet these 
demands, the agency must develop emergency arrestee processing 
procedures to substitute for the usual ones that are too time
consuming. 

Every police agency should seek acceptable alternatives 
to making mass arrests, but once it is determined that mass 
arrests are necessary, arresting officers should act without 
hesitation. A system, well-planned and tested, should be 
available fOT processing, transporting, and securely detailing 
large numbers of arrestees. It is critical that the system be 
designed to return the officer to the street as quickly as 
possible. . 

While not recommended for normal police activity, ex
pedient measures can be built into emergency processing pro~ 
cedures as long as basic legal criteria for arrest and sub
sequent prosecution are observed. The goal of the system 
should be to facilitate the restoration of order by means of 
lawful arrest and the preservation of all available evidence. 
Removal of the violator and the quick return of the officer 
to the street contribute to that goal. 

A police agency should develop and test procedures for 
the rapid processing of large numbers of arrestees. A system 
should be developed that requires minimum booking information 
and that permits the arresting officer to return without delay 
to his field assignment. It should require the arresting 
officer to make only legal arrests, charging a specific crime 
or crimes. The arrestee should be charged with as many viola
tions as the officer observes. Further, it should require that 
the officer collect, preserve, and book all available evidence 
in the arrest. Every arrest should be made with the aim of 
subsequent prosecution. 

Many agencies in their first mass arrest experience fail 
to insure the proper identification of arrestees with arresting 
officers and crimes. In their field duties, police agencies 
have permitted arresting officers to leave inadquately identi
fied arrestees at booking facilities and return to the field. 
In the confusion of transporting and processing, arrestees 
sometimes answer to the wrong name and are released erroneously 
or misbooked. 
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When the case comes to court, the officer cannot 
testify from his own recollection that the defendant is the per
son he arrested. Many agencies have used photographs taken at 
the time of booking to overcome this problem. This procedure 
involves photographing the arresting officer with the arrestee 
while holding a card bearing a booking number and the arrestee's 
name. To be most effective this procedure should use equipment 
enabling rapid photo development so that the photograph can be 
used throughout the booking process and subsequent transporta
tion. If any evidence is to be booked to the arrestee, it 
should appear in the photograph. This procedure will suffice 
until the arrestee reaches a regular booking facility and can 
be positively identified by fingerprints. 

The mass arrest system should provide a secure procedure 
for receiving evidence in the field and maintaining its con
tinuity until presentation in court. This service should be 
provided at the same location as the field booking facility to 
reduce the time lost in transporting evidence to a separate 
location after the arrestee is booked. Like the identifi
cation of arrestees, identifying evidence and connecting it to 
an arresting officer and an arrestee is a problem because of the 
volume of evidence and the relatively short time that officers 
can be spared to record the items on property forms. 

A large influx of arrestees into a field booking facility 
can tax its capacity unless adequate transportation is provided. 
When transportation is inadequate to remove prisoners fast 
enough to prevent backlogs, then booking service is curtailed 
and arresting officers must spend time in hooking prisoners at 
a jail facility. These transporation problems can be solved by 
arranging for the use of school buses, public utility vehicles, 
and prisoner transport vehicles from adjacent jurisdictions and 
correctional institutions. They can be called into service in 
anticipation of an increase in workload. 

At best, the physical security of a field booking faci
lity is usually minimal. To provide adequate security, men must 
be assigned as guards. Security for a facility of this type 
must be sufficient to prevent escapes and to prevent an attack 
on the facility to free prisoners. Such attempts must be an
ticipated both at the field facility and en route to an estab
lished detention facility. For this r~ason it is preferable 
that 'vehic les used for prisoner transporta ti on be radi 0 - equi pped. 
In most cases, however, this provides less than minimum security 
because field units are unavailable to respond to help a bus 
under attack at the height of a disturbance. Therefore, at 
least one radio-equipped vehicle should be assigned to accompany 
each transportation run. This is an ideal mission for military 
support forces or mutual aid personnel. 

Local jurisdictions should survey the capacity of their 
detention facilities to determine what other facilities will 
be required to handle an overflow of prisoners, and at what 
point assistance shOUld be requested. Agreements should be 
reached with neighboring agencies during the planning process 
to insure that assistance is available when needed. In the 
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planning process, the detention facility should prepare for 
assimilating a large volume of prisoners by altering receiving 
procedures to return transportatton units to the field with a 
minimum of delay. . 

The typical field booking facility will provide inade~ 
quate security for vistts to prisoners. Not only is the phy
sical facility usually inadequate, but the combination of poor 
physical security, the volume of arrestees, and the confusion 
of transferring th~m to a regular facility makes it extremely 
hazardous to allow any unauthorized persons in the area. By 
referring visitation requests to the detention facility and 
frequently scheduling prisoner transfers, visitation can be 
made possible within a reasonable length of time. 

Prisoners should not be held at a field booking facility 
long enough to require that they be fed. However, the detention 
facility that will ultimately receive the prisoners must be 
prepared to feed them. It is necessary to alert the detention 
facility as soon as a large volume of arrests is foreseen. 

Medical attention, however, should be provided immedi
ately. Medical treatment near the field booking facility 
should be available to treat ill or injured prisoners or 
officers. Cases requiring specialized or extensive treatment 
can be sent to a local hospital until they can be returned to 
jail. 

When a field booking facility is activated or when mass 
processing of arrestees is anticipated, liaison should be 
established immediately with local courts to institute pre
planned procedures for the speedy arraignment of arrestees. 
Frequent contact should be made with the temporary court site 
to keep it notified of the numbers being processed. Liaison 
should also be established with the proper prosecutor's office 
for assignment of a prosecutor to the field booking facility 
and to the temporary court site. 

Plans for mass processing of arrestees should include a 
provision for frequent periodic reporting of the names and 
charges of arrestees. This should be done at least hourly to 
provide a current list of persons in custody. It should be 
reported to the field command post to keep the field commander 
informed of the status and volume of arrests. When rbceived 
in the control center the information can be included in a 
periodic situation report. In addition, the information should 
be made available for public inquiry or for release to the news 
media. It should be possible for information on persons arrested 
in connection with the occurrence to be obtained from one 
central location. 
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IJ:.l..INOIS COMMENTARy' 

In discussing this standard the presence of the dead 
hand of timE' \"'a~ fel t when the term "mass arrest processing" 
was used. To continuE' to use such terminology and the images 
it conjured up would be counter productive and misleading. 
To develop a contemporary standard which implies the real 
intent of an effective and routinely operational plan, the 
term "multi~aTTest processing" was adopted, 
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ILLINOIS STANDARD 6.4 

TRAINING FOR UNUSUAL OCCURRENCES 

The police chief executive of State, local and county 
law enforcement agencies should provide in cooperation wi th 
the Illinois Local Governmental Law Enforcement Officers Train
ing Board, regional training programs in unusual occurrence 
control administration, strategy, tactics, resources and 
standard operating procedures. This training should be given 
to selected personnel at all levels within the agency, person
ne 1 from othe r agencie s in the criminal jus ti ce sys tem, and 
from other related public and private agencies. It should be 
given frequently enough to maintain proficiency between train
ing sessions, and should be routinely scheduled during periods 
of peak personnel strength. Otherwise, it should be scheduled 
in advance of anticipated events. 

NAC COMMENTARY EXCERPTS 

The loss to a community from the effects of a single 
major disorder or disaster is potentially more devastating in 
terms of injuries, death, and property loss and damage .than 
the community might experience in more than a year as a result 
of crimes. Every local government must plan for the protection 
of its jurisdiction. Police chief executives and local offi~ 
cials must recognize their own responsibility to insure that 
adequate training is provided to their men to effectively 
execute those plans; thorough joint preplanning should provide 
for satisfactory training arrangements with jurisdictions and 
agencies that will be supplying help under mutual assistance 
compacts. 

Agency response to a massive emergency situation will 
require some modification of organizational structure. The 
agency should accept the possibility that every man in the 
agency could be involved in control efforts. Hence, it is 
necessary to insure that every function, whether administrative, 
support, or tactical, can be performed competently. 

Traning sessions ~ill have to be repeated often enough 
to familiarize personnel with all facets of the plan as well 
as how it will be applied to a variety of occurrences. The 
sessions should be repeated frequently enough to maintain 
an adequate level of proficiency. Factors such as turnover 
in personnel, new disorder tactics, and new procedures should 
be taken into consideration. 

By scheduling training sessions during periods of the 
year when vacations are at a mlnimum~ the agency can engage in 
training programs with the least effect on field deployment. 
The riot potential during the summer months calls for training 
concentrated in the months preceding the agency1s suwmer vaca.
tion increase. Some occurrences are not predictable and 
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severely test the agency's preparedness, while others 1 such .. 
as labor disputes? planned mass demonstrations, rock fest~vals~ .., 
or VIP visits corne to the attention of the agency with suffi~ 
cient advance notice to permit at least a dry run of procedures. 

The need for adequate planning and training for unusual 
occurrence control is well recognized by professional police 
personnel. The two functions are almost inseparable: planning 
without training is futile. The plan should be sufficiently 
detailed for use as a basis for much of the training of agency 
personnel and for inter-agency training to secure more effective 
coordination. The essential elements of an adequate training 
program require careful consideration. Such a program should 
include classroom instruction and practical exercises. The 
curricula and exercises should be consistent with the needs 
of the various levels of the agency organizational structure. 

Unusual occurrence training is indispensable in preparing 
police personnel to perform highly sensitive and complex functions. 
It should be recognized as a continuing need. Training of this 
type cannot be accomplished by occasional improvised programs; 
it requires established programs of tested value. 

Training programs should enable police officers to 
tmderstand and appreciate the fundamen tal principles involved 
in responding to unusual occurrences. This training should 
be provided during basic training to give the officer a solid 
foundation in procedures and tactics before he enters the field. 
He should be supplied the guidance he needs to exercise dis-
cretion consistent with agency goals. Agency policy should be _ 
clear and widely disseminated. Inservice training should be 
used to emphasize these principles to the officers, to practice 
tactics, and to introduce new procedures. 

Where agency size permits development of internal 
special training programs, periodic inservice courses should be 
developed to familiarize officers with control procedures, 
standard antiriot equipment, and the modified organizational 
structure that the agency may assume during serious occurrences. 

Another means of carrying out local unusual occurrence 
control training is through some form of cooperative endeavor 
by which agencies can pool their resources to support a single 
training program. 

Practical field exercises prepare personnel to function 
effectively at the scene of an unusual occurrence by develop-
ing proficiency and teamwork. In addition to the traditional 
training objectives of refining and perfecting procedures and 
tactics, there is a need to accustom personnel to unusual occur
rence situations. Response to unusual occurrences requires a 
major psychological readjustment to a drastically changed en
vironment. Since the first 4 to 6 hours of an unusual occur
rence are the most critical, this adjustmen.t should be immediate. 
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Preparation for command post exercises should include 
scheduling of schools prior to the exercise to review individual 
duties. Careful planning for the exercise should include 
scheduling undisclosed incidents during the exercise. These 
situations provide a semblance of realism and give th~ parti
cipants an opportunity to respond extemporaneously. Operational 
personnel are afforded the opportunity to put into practice 
prior classroom training in tactics and procedures. A cadre 
of personnel should be trained to staff each position in the 
field command post and the control center. By training in 
depth, that is, training six to ten men for each posi tion, . 
an agency can be prepared to staff essential positions with 
experienced personnel when an emergency occurs. 

These exercises provide opportunities for command 
personnel to formulate strategy; postaction reports provide a 
vehicle for evaluating procedures. Revision or adopting of 
procedures can then be implemented to increase the agency's 
eff~ctiveness in the next emergency. 

Joint planning and training yields additional benefits 
including the establishment of procedures for control of 
personnel responding to assist foreign jurisdictions, and the 
identification and correction of communications problems. 
Planning for disorder control should include provisions for 
observing and recording the effectiveness of units during 
actual disorders, and an evaluation of activities requiring 
coordination. Postaction analyses and seminars can be effective 
management and training tools in this connection. 

Certain basic subjects should constitute the core of 
unusual occurrence training. They should help personnel exer
cise good judgment and make correct decisions when confronted 
with potential or actual crises. Curricula and exercises 
should be directed to the level of responsibility and the 
function of the individual. Administrative personnel should 
comprehend the organizational structure and interrelationships 
that will affect them during an emergency reorganization. They 
should be aware of their responsibilities and of the avenues of 
assistance available to them in even the most extreme escala
tion of an occurrence. 

Police work often develops in an officer the quality of 
independence; he is able to rely on his own judgement and is 
adept at making immediate critical decisions. His survival and 
proficiency depend on his functional self-sufficiency. However, 
this self-sufficiency can become a liability in applying unusual 
occurrence control tactics. When engaged in control operations, 
officers must work together as a disciplined team under the 
direction of a competent leader. It is an almost impossible 
task to mold individual officers into an effective 
team unless they have received training in this type of deploy
ment. Training of operational personnel should emphasize team 
tactics. The team leader is responsible for the accomplishment 
of his team's mission, for fire control, and for maintaining 
discipline. 
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It is also essential that officers be familiar with the 
operation and characteristics of chemical agents, communications 
equipment, and other specialized equipment before they are re
quired to use them in the field. The greater proficiency the 
officer can develop through training, the more confident and 
effective he will be in dealing with rapidly changing crises. 

ILLINOIS COMMENTARY 

Unusual occurrences encompass a wide range of events 
including such things as railroad disaster, floods? tornadoes, 
terrorists, nuclear power plant disasters, riots, and other 
natural and man-made disasters. In addition, they often involve 
a large geographic area, requiring the utilization of all 
available resources. 

In light of the devastating impact of a major disorder 
or disaster on the community, it is highly important that 
appropriate steps be taken to help minimize loss and injuries 
in the event of such occurrences before they are a reality. 
In this regard, police chief executives have a clear responsi
bility to insure that all agency personnel are adequately 
trained to handle unusual occurrences and their effects upon 
the community. 

Traditional unusual occurrence training programs have 
many weaknesses. Basically, they are lacking in both quantity 
and quality. As observed by the Standards and Goals Training 
Sub-Committee, the type of training offered often has little 
applicability to the kinds of disorders or disasters encountered. 
Furthermore, although it is frequently necessary for small 
agency personnel to assist in disorder or disaster situations, 
few small departments have sufficient trained personnel to 
adequately respond. 

To overcome the weaknesses in existing unusual occur
rence control training, the Sub-Committee felt that a need 
exists for Illinois to adopt a regional approach to such train
ing, creating a large multi-jurisidictional manpower pool from 
which to draw in the event of unusual occurrences. Regional 
training could be established through the Illinois Local Govern
mental Law Enforcement Officers Training Board (ILGLEOTB) in 
cooperation with Illinois State Police and the police chief 
executives of local departments. It was pointed out by one 
Sub-Committee member that unlike the Northwestern University 
Traffic Institute or Police Training Institute, ILGLEOTB can 
outline subject matter and standardize a course on a regional 
basis, thereby eliminating problems that may arise in the 
officers carrying out what they have been trained to do and 
what they have agreed to do. 

Because questions arise over the proper response in an 
emergency situation, personnel conflict between first line 
supervision, middle management and top command is likely to 
occur. To eliminate this problem, instructors from the Police 
Training Institute, the Traffic Institute, or other certified 
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training centers should be called in to teach subjects developed 
to meet law enforcement needs. The responsibility to arrange 
this training rests with the department. The type of training 
offered should be in concert with the geographic area whether 
it be suburban, metropolitan, or non-metropolitan and should 
include both formal instruction and practical exercise as set 
forth by the NAC: 

1. Formal instruction should be implemented through: 

a. Frequent inservice training, such as roll-call 
training, to serve as a refresher course, to practice 
techniques, or to introduce new procedures; 

b. Periodic agency-conducted schools to familiarize 
personnel with agency unusual occurrence control 
procedures and organizational structure; 

c. Regional or Federal courses, particularly when 
agency size does not permit development of local 
schools; and 

d. A regional training institute to train instructors 
for local agencies. 

2. Practical exercises should be conducted periodically 
to develop proficiency and teamwork among personnel through: 

a. Field exercises for operational personnel to 
practice tactics and procedures; 

b. Command post exercises for formulating strategy 
and evaluating existing and new procedures; 

c. Regional exercises for familiarizing command 
personnel with mutual aid procedures and developing 
coordination between other local control agencies 
and non law enforcement agencies; and 

d. Criminal justice system exercises to develop 
coordinated participation of all interrelated criminal 
justice and noncriminal justice agencies. 

3. The training curriculum and the subjects for practice 
should be directed to: 

a. Administrative level personnel to familiarize them 
with agency and criminal justice system emergency 
organizational structure and procedures for requesting 
additional personnel and equipment from the military 
or through mutual aid; and 

b. Operational personnel to familiarize them with 
strategy, tactics, and standard operating procedures. 
The emphasis should be placed on a coordinated effort 
rather than individual action; use of chemical agents, 
communications equipment, and other specialized equipment; 
applicable laws; human relations training; and procedures 
for procuring logistical support. 
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Existing training programs as well as those developed 
ln the future should be evaluated periodically to insure that 
an adequate level of proficiency is maintained. Moreover, 
the training sessions should be repeated often enough to famil
iarize personnel with all facets of the u~usual occurrence con
trol and how it should be applied to a variety of occurrences. 
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CHAPTER 7 
THE PATROL OFFICER 





ILLINOIS STANDARD 7.1 

ESTABLISHING THE ROLE OF THE PATROL OFFICER 

Every police chief executive immediately should develop 
written policy that defines the role of the patrol officer, and 
should establish operational objectives and priorities that 
reflect the most effective use of the patrol officex in re
ducing crime. 

1. Every police chief executive should acknowledge 
that the patrol officer is the agency's primary element for the 
deliverance of police services and prevention of criminal 
activity. 

2. Every police chief executive should insure maximum 
efficiency in the deliverance of patrol services by setting 
out in written policy the objectives and priorities governing 
these services. This pOlicy: 

a. Should insure that resources are concen tra t\~d 
on fundamental police duties; 

b. Should insure that patrol officers are engaged 
in tasks that are related to the polic e funct·: "\n; 

c. Should require immediate response to inc~dents 
where there is an immediate threat to the safety of an 
individual, a crime in progress, or a crime committed 
and the apprehension of the suspected offender is 
likely. Urban area response time--from the time a 
call is dispatched to the arrival at the scene--under 
normal conditions should not exceed 3 minutes for 
emergency calls, and 20 minutes for nonemergency calls. 
Implementation of this Standard in rural areas, parti
cularly for emergency calls, may not be possible. In 
such circumstances, sheriffs and state police still 
retain the responsibility to develop response time 
standards which are realistically in accord with the 
available resources and with the principles expressed 
in this Standard; 

d. Should emphasize the need for preventive patrol 
to reduce the opportunity for criminal activity; and 

e. Should provide a procedure for accepting and 
documenting reports of criminal incidents not re
quiring a field investigation. 

3. Every police chief executive should insure that all 
elements of the agency, especially the patrol and communication:,s 
elements, know the priority placed upon each request for police 
service. 

~ 

4. Evary police chief executive shOUld implement a 
public information program to inform the community of the 
agency's policies regarding the deliverance of police service. 
This program should include provisions to involve citizens in 
crime prevention activities. 
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ILLINOIS COMMENTARY 

Patrol is the deployment of police officers in a given 
community to prevent and deter criminal activity and to provide 
day-to-day police services to the community. The day-to-day work 
of the patrol officer is remarkable for its scope. As pointed 
out in the NAC Commentary, "the patrol officer serves as a pro
tector of public safety, enforcer of law, controller of traffic, 
and investigator and int<::rpreter of the law." His functions 
can become as numerous and complex as society dictates. 

Police textbooks refer to the patrol officer as "the 
backbone of the police department," yet the policies of many 
police departments seem to deny this. The patrolman is usually 
the lowest paid, least consulted, most taken for granted member 
of the force. Thus, every police chief executive should immedi
ately develop written policies that clearly define the role of 
the patrol officer. These policies should reflect the pattol 
officer's importance as the agency's primary resource for the 
delivery of police services and daily crime prevention. 

A significant problem facing many police agencies is the 
gap that exists between the public's expectations and the agency's 
capacity to deliver police service. The problem is further 
aggravated where agency personnel themselves are uncertain about 
agency priorities, duties, and capabilities. Resolving this 
problem through the establishment oj priorities based on valid 
public and agency personnel input and the development of written 
policies is a primary responsibility of the police chief execu
tive. 

Within the written policy describing the role of the 
patrol officer, objectives and priorities must be clearly 
delineated to provide the officer with a sound basis for his 
daily decisionmaking. The patrol officer's role should be 
directed to preventing crime and enforcing laws, arresting law 
violators, protecting life and property, and maintaining order. 
Patrol officer duties that are non-enforceable or of a low 
priority divert the patrol officer from tasks that directly 
reduce c~iminal activity. These duties should be referred 
to other governmental agencies or civilian personnel. 

Traditionally, many communities have expected services 
from their police that, in fact, should not be police functions, 
i.e., issuance of licenses, sanitation code inspections, dog 
catching, etc. The police chief executive, in developing policy, 
should eliminate those functions which can and should be per
formed by non-police personnel. In doing so, he must make it 
clear to both agency personnel and the public that the first 
responsibility of the agency is to perform fundamental police 
duties. Only in this manner, can police hope to meet the goal 
of providing the best possible service at the least possible 
cost. 
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In addition to ra~s~ng departmental costs, non~police 
duties detract fl~m the police professional image and are 
damaging to police morale. More importantly, elimination of 
these "minor" duties will free the patrol of ricer , s ti1.1e to 
respond to his community's major needs. Studies have indicated 
a direct relationship between response time and clearance rates; 
the lower the response time, the more cr~mes solved. When a 
patrol officer is freed of time-consuming minor tasks, his 
response time can be improved. 

Careful consideration should be given to policy state
ments involving response time goals and objectives. In urban 
areas, under normal conditions, response time should not 
exceed 3 minutes for emergency calls, and 20 minutes for non
emergency calls. In rural areas or smaller departments, the 
police chief executive, with departmental input, should deter
mine viable response time ,goals. Information must be gath(;)red· 
that indicates where and when police are most needed. Each ~ 
agency must analyze its (". personnel resources and establish 
realistic goals based on theJe resources. The agency then 
must field a patrol force based on need, its resources, and 
it goals. Finally, each agency should have a plan to revise 
and update its patrol operations continually. 

Community confidence in the patrol officer and conse·· 
quently the department will be heightened when the public is 
well aware of the patrol officer'S function and departmental 
priorities in the deliveranc~ of ~olice services. Therefore, 
the police chief executive has a responsibility to inform the 
public of the agency's policies and priorities and the rationale 
behind them. When the community knows what the department's 
resources can and cannot do, the public will realize that 
decisions to respond are not arbitrary and that priorities are 
essential if the police are to be effective in meeting public 
needs. Community understanding of the role and function of 
the patrol officer will encourage citizen participation in 
crime prevention activities as well as help good police-com
munity relations in general. 

REFERENCES 

1. Operations Sub-Committee Meeting, November 5, 1976, 
Mendota, Illinois. 

2. Standards and Goals Commit~ee Meeting, December 16, 
1976, Rochelle, Illinois. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D.C., 1973~ (Standard 8.1). 

- 193 -



e! 

- 194 -



ILLINOIS STANDARD 7.2 

ENHANCING THE ROLE OF THE PATROL OFFICER 

Every local government and police chief executive, 
recognizing that the patrol function is the most important ele
ment of the police agency, immediately should adopt policies 
that attract and retain highly qualified personnel in the 
patrol force. 

1. Every local goverment should expand its classifica
tion and pay system to provide greater advancement opportuni
ties within the patrol ranks. The system should provide: 

a. Multiple pay grades awarded on merit within 
the basic rank; 

b. Opportunity for adv~ncement within the basic 
rank to permit equality b~twaen patrol officers and 
investigators; 

c. Parity in top salary step between patrol 
officers and nonsupervisory officers assigned to other 
operational functions; 

d. Proficiency pay for personnel who have demon
strated expertise in specific field activities that 
contribute to more efficient police service. 

2. Every police chief executive should seek continually 
to enhance the role of the patrol officer by providing status 
and recognition from the agency and encouraging similar status 
and recognition from the community, The police chief executive 
should: 

a. Provide distinctive insignia indicating demon
strated expertise in specific field activities; 

b. Insure that all elements within the agency 
provide maximum assistance and cooperation to the 
patrol officer; 

c. Implement a community information program empha
sizing the importance of the patrol officer in the life 
of the community and encouraging community cooperation 
in prOViding police service; . 

d. Provide comprehensive initial and in-service 
training thoroughly to equip the patrol officer for 
his role; 

e. Insure that field supervisory personnel possess 
the knowledge and skills necessary to guide the patrol 
officer; 

f. Implement procedures to provide agencywide recog~ 
nition of patrol officers who have consistently per
formed in an efficient and commendable manner; 
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g. Encourage and acknowledge suggestions from patrol 
officers on changes in policies, procedures, and other 
matters that affect the delivery of police services and 
reduction of crime; 

h. Provide deployment flexibility to facilitate various 
approaches to individual community crime problems; 

i. Adopt policies and procedures that allow the patrol 
officer to conduct the complete investigation of crimes 
which do not require extensive followup investigation, 
and allow them to close the investigation of those crimes. 

3. The appointing authority should insure that pro
motional oral examination boards recognize that patrol work 
provides invaluable experience for men seeking promotion to 
supervisory positions. 

ILLINOIS COMMENTARY 

An encouraging awareness has been growing within the 
ranks of police chief executives in Illinois that the time
tested concepts of industry relating to employee performance, 
growth, and job satisfaction are directly applicable to the 
police service. Stimulating "Esprit-de-corps," rewarding 
initiative and self-development, and recognizing personal efforts 
and accomplishments are particularly important to the effective 
functioning of the key element of police service--the patrol 
force. 

Traditionally, police personnel of all ranks have 
tended to equate the road to non-patrol specialization with the 
road to recognition and promotion. As a result, the highly 
critical function of "patrol specialist" has not rewarded or 
1retained the numbers of well qualified personnel necessary for 
delivery of a consistently high level of police service. 

Every police chief executive should insure that the 
entire department understands that the primary element for the 
deliverance of police services is the patrol force and that 
specialized and supportive elements are there to supplement 
the work of the patrol officer. Because the patrol function 
is the most important element of the department, it is con
sistent that policies should be adopted to retain well quali
fied personnel. 

Too often, once tho patrol officer becomes well qualified 
in his job he is promoted to staff or specialized assignments. 
In fact, the well qualified, initiative patrol officer feels 
he is not advancing unless he is transfered out of the patrol 
force. To avoid the continuous turnover of patrol officers, 
departmental policies should be developed which will encourage 
highly qualified patrol officers to remain on the patrol force. 
One method of encouragement that is used successfully by some 
agencies is that of providing multiple pay grades within the 
basic rank, giving the highly qualified patrol officer that 
enjoys working in patrol a reason to remain there with greater 
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responsibilities and pay. Such a policy would permit a patrol 
officer to choose the career path he is best suited for without 
a slump in responsibility or pay. 

However, an increase in pay and responsibility alone 
often is insufficient incentive to convince competent patrol 
officers to remain in a basic rank position. Self respect, 
peer respect, and community respect are of vital concern to 
most police career officers. Therefore, as an additional 
motivation to remain in the patrol ranks, an appropriate dis
tinctive uniform insignia should be granted to well qualified 
patrol officers denoting recognition for greater responsibility. 
Insignias are important both to the officer and the public; 
they lend appropriate prestige to the officer's accomplishmeDts 
within his rank and promote personal pride and public confidence. 

Because the patrol officer interacts with the public 
daily, community acceptance of his role and confidence in 
his abilities are essential. Without community cooperation, 
the patrol officer's function is vastly impeded. As stated 
in The Changing Police Role, in the absence of public support, 
there would be little that an army could not do better than 
the police. Therefore, every police chief executive should 
implement community programs emphasizing the importance of 
the patrol officer and encouraging citizen cooperation with 
him. 

The police department itself must also be kept aware 
of the invaluable function of the patrol officer. Agency 
support and cooperation should be readily available to enhance 
the role of the patrol officer. Recommendations from patrol 
officers should be received openly and evaluated appropriately. 

To maintain police efficiency, police chief executives 
must recognize the importance of training for all patrol 
officers. No matter how long the officer has been on the 
force or how experienced he is, on-going training is necessary. 
As is true in most professions, little remains constant over 
time. In law enforcement, continual changes in the law make 
it especially vital for the patrol officer to receive regular 
inservice training in the proper techniques of performing 
his job. 

NAC COMMENTARY EXCERPTS 

Police agencies can benefit by training patrol officers 
to be part-time specialists. In smaller agencies that cannot 
afford full-time specialized personnel, the patrol officer is 
adaptable to fill this need. In large urban agencies, the 
patrol officer can help relieve the burden on specialized 
officers. 

Local government and police age.ncies should determine 
areas where specialization is needed, establish appropriate 
qualifications, schedule periodic examin.ations, and offer 
adequate proficiency pay. 
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ILLINOIS STANDARD 7.3 

DEPLOYMENT OF PATROL OFFICERS 

Every police agency immediately should develop a patrol 
deployment system that is responsive to the demands for police 
services and consistent with the effective use of the agency's 
patrol personnel. The deployment system should include col
lecting and analyzing required data, conducting a workload study, 
and allocating personnel to patrol assignments within the agency. 

1. Every police agency should establish a system for the 
collection and analysis of patrol deployment data according to 
area and time. 

a. A census tract, reporting area, or permanent grid 
system should be developed to determine geographical 
distribution of data; and 

b. Seasonal, daily, and hourly variations should be 
considered in determining chronological distribution 
of data. 

2. Every police agency should conduct a comprehensive 
workload study to determine the nature and volume of the demands 
for police service and the time expended on all activities per
formed by patrol personnel. The workload study should be the 
first step in developing a deployment data base and should be 
conducted at least annually thereafter. Information obtained 
from the workload study should be used: 

a. To develop operational objectives for patrol 
personnel; 

b. To establish priorities on the types of 
activities to be performed by patrol personnel; and 

c, To measure the efficiency and effectiveness of 
the patrol operation in achieving agency goals. 

3. Every police agency should implement an allocation 
system for the geographical and chronological proportionate 
need distribtuion of patrol personnel. The allocation system 
shoUld emphasize agency efforts to reduce crime, increase 
criminal apprehensions, minimize response time to calls for 
services, and equalize patrol personnel workload. This 
system should provide for the allocation of personnel to: 

. a. Divisions or precincts in those agencies which 
are geographically decentralized; 

b. Shifts;· 
c. Days of the week; 
d. Beats; and 
f. Fixed-post and relief assignments, 
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4. Every police agency should establish procedures for 
the implementation, operation, and periodic evaluation and re
vision of the agency's deployment system. These procedures 
should include provisions to insure the active participation 
and willing cooperation of all agency personnel, 

NAC COMMENTARY EXCERPTS 

Most police activities are separated into line, staff, 
and auxiliary service operations. Patrol, traffic, and detective 
line operations account for the largest part of the work of any 
police agency. Accordingly, the largest portion of police man
power resources traditionally are allocated to them. The staff 
and auxiliary service operations are designed to support the line 
operations directly or indirectly. 

In recent years the pressure on police agencies to make 
changes and implement new programs, particularly in community 
relations, has caused a disproportionate increase in the number 
of personnel assigned to administrative and staff support func
tions. The practice in many agencies is to expand administra
tive and staff support activities by drawing personnel from 
other units within the agency. Because of their relatively large 
personnel strength, line operations usually provide a convenient 
source of manpower for administrative assignments. Even when 
the personnel are drawn from other sources, the ripple effect 
ultimately produces a vacancy in the line operations, often 
in the patrol force. One promising solution to this problem is 
the asssignment of civilian police personnel to certain staff 
and administrative positions. 

In addition, many agencies now require the line officer 
to devote at least a portion (and in some cases a considerable 
portion) of his time to community relations activities. The 
need for effective pOlice-community interaction is clear, and 
the expenditure of a reasonable amount of manpower resources 
in this endeavor is certainly justified as long as the primary 
objective is to reduce crime. The secondary objectives of these 
programs, such as increased mutual understanding or improvement 
of the police image, are admittedly desirable. However, these 
considerations cannot be allowed to diminish the agency's 
responsibilities to reduce crime, maintain public order, appre
hend criminals, and respond effectively to other legitimate 
demands for police service. A reasonable balance between pri
mary and secondary objectives must be maintained in the use of 
patrol personnel resources, 

The resources expended on community relations should 
have a demonstrated effect on crime. If they do not, they 
should be redirected to achieve such an effect. 

There is no universally accepted scientific methodology 
for determining the number of police personnel needed in a given 
jurisdiction or the percentage distribution of personnel within 
an agency's organizational structure. Officer to population 
ratios are often used to indicate total manpower needs. There 
have been no compelling arguments in support of police to people 
ratios; and these ratios differ widely from one jurisdiction to 
another. 
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Formulas to determine the percentage distribution of 
personnel functions within police agencies are similarly 
lacking in rules or guidelines. The typical agency deploys 
approximately 80 percent of its total sworn strength in patrol, 
traffic, and detective assignments. The remaining 20 percent 
are divided among the staff and auxiliary service functions. 
Within the line operations, patrol accounts for approximately 
70 to 80 percent of available line personnel. The remaining 20 
to 30 percent are in traffic and investigative assignments. 

Existing patrol allocation systems distribute avail
able manpower in proportion to pred~termined criteria. Most 
of these systems are based on hazard or workload formulas. 
Certain factors which present a greater police problem, or 
are more time consuming, usually are weighted accordingly. 

No better total patrol allocation system is available. 
The only existing alternatives to proportional distribution 
systems are systems which attempt to optimize specific aspects 
of patrol activities such as response to requests for services; 
these, however, are not total patrol allocation systems. 

The first step in the distribution of ,personnel--at 
the divisional level in decentralized agencies--is to determine 
the shift hours. Because of the variables involved, neither 
arrests nor elapsed time should be used in determining watch 
hours. 

The number of calls for services and the number of 
selected crimes should be compiled by hour of day for each 
of the two factors. After computing the percentage foy each 
hour a graph can be plotted to indicate the hourly distribution 
of the problem. 

Shift hours should begin at the periods when the inci
dence of crime is greatest. When the times have been selected, 
the average percentage of the problem during each 8-hour period 
should be plotted on the chart. The chart is used only as a 
guide--there are several considerations in determining shift 
hours. For example, establishing certain shift hours may require 
changing from two-man cars to one-man cars, or the ~everse on 
a specific watch. Another possibility is that a correct choice 
of shift hours may eliminate the necessity. for a midwatch 
(a fourth overlapping shift). A midwatch should be considered 
only when the incidence of crime from the average line within 
one or two shifts is serious enough that the carryover of the 
problem would require additional personnel for the last part 
of one watch and first part of another. The human element 
must also be considered, People do not like to go to work at 
3 or 4 a.m. 

Once the choice of shift hours has been made, the shift 
hours of adjoining divisions should be determined to insu{e 
that both divisions have not selected the same times. If the 
hourly fluctuation of the problem indicates that a major'change 
is not feasible, each division can remedy the problem by moving 
the watch hours forward or backward 15 minutes . 
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When shift hours have been established, consideration 
must be given to the fact that the amount of time required in 
proper disposal of a call or an arrest will vary from watch to 
watch. A I-month tabulation of elapsed time can be used to 
obtain a weight factor for calls and arrests. The number of 
calls and arrests and the time involved handling them on each 
shift can be determined and a weight factor obtained for each 
shift. 

The distribution of policemen by shift is accomplished 
first by determining the percentage of the total problem on 
each shift and then distributing a proportionate percentage 
of field policemen to each shift. 

To determine the percentage of the problem each of the 
three factors (selected repressible crimes, calls for services, 
and arrests) is totaled by hour of day for the 4 topic months 
and the hourly totals for calls for services and arrests, mul
tiplied by their respective weight factors. Again, the selected 
crimes are not given a weight factor. Finally, respective per
centages of the problem should be computed on a shiftwide basis. 

After the percentage of the workload for each shift is 
determined, the total number of available field policemen should 
be computed. This is done by subtracting the fixed post posi
tions from the total number of available patrol officers. Avail
able field policemen should then be distributed to the three 
shifts according to the distribution of the problem. 

Once the number of policemen assigned to each shift is 'II 
determined, the appropriate day of week distribution of field -
policemen on each shift can be determined. The first step is 
to analyze the distribution of the police problem by day of 
the week within each of the three shifts. Such an analysis may 
show a marked increase in workload on Saturday but not on Thurs
day nights, for example. Under these circumstances, if the 
watch commander has the same number of officers working each 
night of the week, officers working Saturday nights would carry 
a much heavier workload than officers working Thursday nights. 

The size of each beat should be based upon the per
centage of the police problem in that area. Tpe assignment 
of comparable workloads for each beat on a given shift on a 
given day can be accomplished by assembling the census tract 
grids or reporting districts in such a way that the combined 
percentage of the problem is approximately equal in each patrol 
district or beat. 

In distributing field policemen by day of week and by 
beat, the workload must be measured separately for each of the 
three selected 8-hour shift periods. Using the same deployment 
plan for all three shifts would result in a 24-hour measurement 
of the workload governing the distribution of radio cars manned 
by policemen working only 8 of those 24 hours. Measuring the 
workload during each of the three 8-hour shifts precludes the 
possibility of overdeployment in certain districts and provides 
more equitable distribtution of the workload among the officers ~ 
assigned to the various shifts. ,., 
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The selected crjmes, arrests, and calls for services 
should be separated by hour of day and day of week within 
each reporting district, grid map or census tract. The 
reporting district totals for each shift should then be 
weighted by the average number of minutes required to handle 
each of these activities on the various shifts. 

In a separate reporting district or grid map for each 
shift, the percentage of the workload should be entered in 
each reporting district. With the geographic distribution 
of the poli.ce prohlem depicted in thifi. manner, a separate set 
of car plans can be prepared for each shift, taking into con
sideration not only workload but also geographic traffic flow, 
and other features that might Affect access to certain areas. 
Adding the work loa d percen tage s "h own in each report.ing di s
trict of each unit's beat, or area of assiqnment, will show 
the workload of the assigned personnel. If there is a 
discrepancy, reporting districts may have to he added or sub
tracted from the area to equalize the workload. 

Fixed-post assignments may be divided into two groups; 
ass i gn e d po sit ion san d s p e cia 1 i zed po sit ion s . An ass i gn e d 
position must be manned on a full-time basis, and additional 
personnel must be used in relief. Examples would be desk or 
jailer positions. A specialized position is manned by a con
stant number of personnel. If they are not availahle, no one 
will normally be assigned in their stead. 

Because the number of men required for an assigned 
position may fluctuate daily due to workload but rarely will 
fluctuate an appreciable amount weekly, it is sufficient to 
compute the need for a week. The number of officers assigned 
to fixed posts should be reviewed periodically to insure that 
such assignments are minimal and in keeping with agency policy. 

The success of a patrol deployment system depends 
directly upon the support afforded by all personnel involved in 
the program. The active participation and willing cooperation 
of all personnel is greatly enhanced if representatives of 
all levels within the agency are included in the planning and 
implementation of the system. 

Procedures for the implementation and on-going operation 
of the system should be established and distributed in the form 
of agency directives from the police chief executive. These 
directives should provide procedural guidelines and detailed 
information on the need for an adequate and accurate deployment 
data base, the purpose of proportional need distribution of 
patrol personnel and the objectives and goals of the deployment 
system. 

Procedures should include periodic deployment system 
evaluation based on timely information derived from an analysis 
of current patrol deployment data. Personnel allocations to 
geographic divisions or precincts in decentralized agencies 
should be evaluated and appropriately revised at least yearly. 
Shift, day of week, beat configurations, and personnel comple~ 
ments should be evaluated and appropriately revised at least 
quarterly. 
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Appropriate training programs should be established for ~ 
all personnel involved in the system. The training should be .., 
tailored to the needs of personnel responsible for the various 
facets of the system, including the reporting, collection, and 
analysis of deployment data, and the use, evaluation, and re-
vision of the deployment system. 

Provisions to insure the adequacy of deployment data and 
to facilitate the use of the data in allocating personnel should 
include the development of new forms and source documents or the 
revision of existing reports to accommodate the required in
formation. Data source documents should be subject to supervi
sory review and approval to enhance the accuracy of the data base. 
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ILLINOIS STANDARD 8.1 

SPECIALIZED ASSIGNMENT 

Every police agency should use generalists (patrol 
officers) wherever possihle and, hefore establishing any 
specialization necessary to improve the delivery of police 
service, specifically d~fine the prohlem that may require 
specialization, determine precisely what forms of sp~cializa
tion are required to cope with this problem, and implement only 
those forms in a manner consistent with available resources 
and agency priorities. 

I. Every police chief executive should define the 
specific problem in concise written terms and in doing so 
should consider at least: 

a. Whether the problem requires the action of another 
public or private organization; 

b. The severity of the prohlem; 
c. The period of time the problem is expected to 

exist; and 
d. The community's geographic, physical, and population 

condjtions that contribute to the problem or which may 
affect or be affected by the specialization. 

2. Every police chief executive should consider community 
perception of the problem: community awareness, and the atti~ 
tudes based on that awareness. 

3. Every police chief executive should--based on his 
definition of the problem, community perception of it, and the 
pertinent legal requirements--assess all resources and tactical 
alternatives availahlo to the agency, and in doing so determine 
at least: 

a. Whether the problem requires specialization, 
and if so; 

b. The degree of specialization required; 
c. The manpower and equipment resources required by 

specialization; 
d. Which of the needed resources are available within 

the agency and which are availahle outside it; 
e. The availability of necessary specialized train

ing; 
f. The ~xpected duration of the need for specialization; 

and ~ 
g. The organizational changes rieeded as a result of 

specialization. 
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4. Every police chief executive should give special 
consideration to the impact of specialization on: 

a. The identified problem; 
b. Personnel and fiscal resources; 
c. Community attitudes toward the agency; and 
d. The agency's delivery of general police services. 

5. Every police agency should develop an operations ef
fectiveness review for euch new specialization. This review 
process should be carried out: 

a. As a goal-oriented activity analysis; and 
b. On a specific schedule for the expected duration 

of the need. 

6. Every police agency should terminate a specialized 
activity whenever the problem for which it was needed no 
longer exists, or can be controlled as well or better through 
other agency operations. 

NAC COMMENTARY EXCERPTS 

There are two kinds of organizational specialists; part
time and full-time. There is little need or capacity in a 
small police agency for full-time specialization, but part-
time specialists provide the agency with considerable flexibility. 
Even though there is no organizational compartmentalization of 
functions, individual officers possessing special competence 
or skills can be assigned certain functional responsibilities 
on a part-time basis. Personnel may be assigned to a specialized 
area on a case or project basis~ or on a specific time basis. 
Because officers perform their specialization only when needed, 
their primary assignment is not neglected, although others may 
have to replace them during the period of special assignment. 

The police chief executive should be able to increase, 
decrease, or terminate the specialist operation depending on 
his perception of the problem. He may decide that a less 
specialized approach is adequate and assign manpower accordingly. 

In large police departments) full-time specialization is 
necessary, and units are established that concentr~te most of 
their efforts on particular functions or activites. Full-time 
specialization should be developed only when clearly demonstrated 
advantages result, and it should not be permitted at the expense 
of weakening the basic patrol force operation. Full-time assign
ment of specialists provides for continual concentration in a 
defined area of responsibility. As a result of full-time 
specialization, specific functional responsibility is identi
fied more readily on an individual and unit basis. 
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· While t~e advantages of individual competence generally 
outweIgh the dIsadvantages, there are some inherent pitfalls. 
The first is: individual competence may be gained at the 
expense of the agency; the officer may become so involved in 
one area that he will work only in this area and neglect his 
primary responsibilities, The second is that as the officer's 
competence increases, he tends to view himself as a specialist 
and to resent not heing allowed to handle all activities con
cerning his speciality. He may also resent any otber officer 
who "intrudes" into his field. 

A di?advantage of part-time specialization is that it 
tends to become self-perpetuating. The individual assigned 
as a part-time specialist is likely to expand his aTea of 
expertise and generate work that will require additional time. 
During this time, the jndividual's duties usually will have to 
be performed by other officers, who may resent it. 

Full-time specialization has other disadvantages. 
Although the manpower assigned may not come directly from the 
patrol force, that force usually suffers, at least indirectly. 
The police chief executive rarely is provided additional re
sources when the need for full-time specialization occurs. He 
is required to operate under existing personnel and budget 
limitations at least until the next budget is prepared and 
often must draw on his patrol force. 

The patrol force is the agency's largest source of man
power. It is the one that the police chief executive can 
deploy without being subject to much internal or external 
pressure. The patrol commander is usually resigned to this 
process, and the public is informed only that it will not 
jnvolve extra cost. But depletion of the patrol force in
variably has a negative effect on the delivery of general 
police services. 

Another disadvantage of full-time specialization is that 
other members of the department frequently attempt to relinquish 
their own responsibilities in the areas where specialists oper
ate. It is not uncommon, for example, to find patrol officers 
standing by at the scene of serious traffic accidents for long 
periods of time while waiting for the traffic specialists. 

Additionally, specialized units come to view themselves 
as an elite corps and are sometimes viewed by other members 
of the department as "prima donllas." Officers in specialized 
units often feel that they deserve early and frequent promo
tions because they are experts. 

On the other hand, career development can be hampered 
by specialization when the agency considers the officer too 
valuable to promote.him out of his specialized posjtion, or 
when the officer has been in a specialized activity too long~ 
to be considered for further promotion because of the narro~ 
scope of his aSSignment. ,,' 
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As specialists and specialized units are created or ex
panded, the police chief executive may find that both his op
erational flexibility and his overall control are diminished. 
The greater the specialization, the more inflexible the opera
tion becomes. Specialization within specializations generates 
separate equipment requests, demands for separate communications 
and record systems, and special consideration for the personnel 
assigned. If such requests are granted, the operational flex
ibility of the agency is decreased. 

Specialization also creates one or more levels of super
vision between the level of execution and the level of command. 
While the chief executive may be able to fix accountability 
more clearly, he must relinquish some direction and control 
to subordinates. Because he shares his responsibility with 
these subordinates, he then must delegate corresponding authority. 

The executive also loses some control when communication 
between specialists, and between generalists and specialists, 
becomes fragmented or disrupted. Communications failure leads 
to less coordination of the total departmental effort and has 
a negative effect on the total police services to the community. 

Because few agencies can staff specialized activities 
on a 24-hour basis, specialists must be called in at odd hours; 
under these circumstances, further action ceases until a specia
list is available. When a patrol officer stands by at the scene 
his future initiative and self-esteem are likely to suffer. 

Administrators seldom review specialized functions and 
operations within their agencies. Once a specialist or specia- ~ 
lized unit is created, it usually becomes permanent. Rarely 
is a specialist reassig~ed or a specialized unit disbanded 
because it has solved the problem to which it was assigned. 
Specialists and their units tend to be self-perpetuating if 
there is no formal periodic review. 

Most police administrators point out that little speciali
zation beyond the level of individual competence exists. But 
in the larger agency, a higher level and degree of specializa
tion is often required. 

In considering specialization, the police chief execu
tive must focus on needs and resources. In determining need, 
he should first identify the problem. He should analyze com
munity demography and attitudes as well as the present legis
lative apparatus employed to contend with the proble~. Police 
resources must be directed to police problems and nc~ to those 
of other public or private establishments. The duration and 
intensity of the problem should be anlayzed carefully. 

,Demographic considerations, including geographical 
characteristics and population group dispersal, are important. 
The presence of physical or cultural barriers.can have a bad 
influence on specialized programs or operations. 
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Community perception--the vl~w of the crime problem 
held by the people who will be relie~erl of it--must be 
considered prior to the decision to &~ecialize. A closely 
related consideration is the general public support of the 
police agency_ 

Finally~ in determining the need for specialized police 
operations, the pdlice chief executive must examin~ existing 
statutes or ordinances and their present and potential appli
ca tion to the problem. A simple municipal code enalctmen t often 
c~n be used. Late-night juvenile vandalism, for example, 
can often be curtailed by enacting strict curfew laws or modify
ing existing ones. On the other hand, the solution to a 
daytime burglary may be a simple matter of short term specialized 
enforcement of a neglected truancy statute. 

In considering resources, the police chief executive 
should focus on precise specialist requirements, availability 
of needed expertise, duration of assignment, budgetary consider
.ations, and the general impact of specialization. Initially 
he must determine if specialization is the answer. It may be 
that the solution lies in intensified patrol (generalist) 
applications rather than in the application of specialit.ed 
resources. If he decides that specialization is in fact the 
only alternative, then the degree of specialization must be 
determined. 

Once the decision to specialize is made, availab:li.lity of 
needed expertise within and outside the agency must be deter
mined. In some instances, intensive training prog~ams will 
be necessary to train police specialists in a particular problem 
area. The duration of the assignment will also affect efforts 
to utilize specialized expertise. 

As in the creation or implementation of any police 
function, budgetary considerations are critical to specializa
tion. Sources of special auxiliary funding, such as State or 
Federal grants, should be investigated. Personnel expendi
tures, often higher per unit than those for generalists, must 
be adjusted to fit budgetary limitations. Those limitations 
may in turn indicate a need to alter the form of specialization 
or to do away with it. 

Specialized assignments should be reviewed periodically 
to determine if the operation is effective. A schedule should 
be established for such reviews during the expected duration 
of the assignment. Reviews should be conducted as frequently 
as necessary to insure that the specialization is directed 
specifically toward its goal. 

It is essential that individuals involved in specialized 
assignment do not divert their efforts into other areas of 
activity without the concurrence of the police chief executive. 

If administrators fail to maintain adequate direction 
and control of specialized activity, the specialists may ex
pand their assignments, or their activities may be expanded as 
the result of logical spinoffs from the original goals. 
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The police chief executive, through goal oriented analysis 
and constant review, must attempt to terminate any specialized 
activity that becomes obsolete or that can be transferred to other 
agency operations. Personnel assigned to special tasks should be 
returned to other duty assignments as soon as the task is completed. 

ILLINOIS COMMENTARY 

All Illinois communities are susceptible to conditions 
requiring specialized police services. Extraordinary problems 
with juveniles, traffic or crimes requiring extensive investiga
tion are only a few of many types of conditions which may bere
solved by the use of a specialized police unit or specially trained 
police officer. 

It is one of the police chief executive's responsibilities 
to recognize when conditions in his community are such that a 
specialized unit will be required. He must evaluate and criti
cally assess requests for special units. If he believes that 
they are not warranted, he must explain to the community the 
reasons why they are not needed. 

If there exists a real need in a community for a specialized 
police service, the police chief executive must determine how best 
to meet this requirement. The police chief executive must assess: 

1. The estimated length of time the specialization will 
be needed. 

2. What sources outside of the community are available 
to him: 

a. That will meet the need and not disrupt other 
on-going agency functions; 

. b. ~hat are cost effective; and 
c. ~hat can readily be discontinued when the 

need is~met. 

3. What sources are available within the agency that 
can meet the specialized need by: 

a. Assigning the task to an existing specialized 
unit; 

b. Assigning the task to an officer already pos
sessing the necessary specialized training, but not 
using the skill; 

c. Seeking out and obtaining the necessary specialized 
training for members of the agency so that a specialized 
need can be met with agency resources. 

Finally, the police chief executive must make a deter
mination of the impact the specialized assignment will have on 
the problem, the funds available, the community, and general 
police service delivery. 
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When specialized assignments have been made, the police 
chief executive must monitor them closely. Primarily, he 
must determine whether or not community expectations of the 
specialized unit are being met. 

In addition~ the police chief executive must be con
stantly on guard for signs of "creeping prima donnaismH among 
those persons within the specialized assignm~nt. An extreme 
example was cited by a suburban Chicago police chief executive 
who had provided an officer to a special regional enforcement 
unit. Upon the officer's return to his agency he did not wish 
to return to uniformed duties and felt such activities as 
writing traffic citations beneath him. Further 1 tactics neces
sary in the specialized assignment but inappropriate in the 
pa trol f 11nction carried over in to the officer's regular duties, 
reflecting negatively in the community. 

Police chief executives have used a number of different 
methods to counter such problems and insure operational flexi
bility. For example, the Buffalq Grove police department requires 
that every police officer assigned to special duties serve two 
weeks of the year in the uniformed patrol division so that no 
officer loses sight of his "humble origins." Also, for many 
years the Arlington Heights police department has maintained 
a policy whereby every officer will be assigned to the detective 
division for a maximum of 4 years after which the officer must 
return to regular routine police functions. 

Finally, care must be taken that specialization does not 
become locked in tradition. Some form of on-going validation 
of the specialized function should be undertaken so that re
sources can be properly adjusted as the need increases, de
creases, or disappears entirely. Perhaps, the best policy a 
police chief executive can follow in regard to specialized 
assignment is to build in a "sunset clausell whereby the function 
ceases When the mission is accomplished. 

The view of Illinois police chief executives is embodied 
in the advice of the International Association of Chiefs of 
Police: "Generalize if you can, specialize if you must." 
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ILLINOIS STANDARD 8.2 

SELECTION FOR SPECIALIZED ASSIGNMENT 

Every police agency utilizing specialized assignments 
immediately should establish written policy defining specific 
criteria for the selection and placement of specialist person
nel so that they are effectively matched to the requirements 
of each speciality. 

ILLINOIS COMMENTARY 

The formality and procedural methodology of assigning 
personnel to specialized functions will vary significantly 
between large and small police agencies. However, the reson
sibility to adhere closely to established principles for the 
selection, training, and supervision of specialized personnel 
is constant and has no relation to agency size, Below is an 
NAC developed checklist for Selection for Specialized Assign
ment. 

NAC CO~~ENTARY EXCERPTS 

1. Every police agency should maintain a comprehensive 
personnel records system from which information is readily 
retrievable. This system should: 

a. Include all pertinent data on every agency 
employee; 

b. Employ a consistent format on all personnel 
records; and 

c. Include procedures for continual up-dating. 

2. Every police agency should disseminate agencywide 
written announcements describing anticipated specialist posi
tion openings. These announcements should include: 

a. The minimum personnel requirements for each 
position; and 

b. The specialized skills or other attributes 
required by the position. 

3. Every police agency should establish written mini
mum requirements for every specialist position. These require
ments should stipulate the required: 

a. Length and diversity of experience; 
b. Formal education; and 
c. Specialized skills, knowledge, and experience. 
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4. Command personnel within the specialty should interview 
every candidate fOr a specialist position, Interviewers should: 

a. Review the pertinent personnel records of every 
candidate; 

b. Consider the candidate's attitude toward the 
position as well as his objective qualifications for it; 

c. Conduct a special personnel investigation where 
the specific position or candidate requires it. 

5. Every police agency should establish written training 
requirements for each speciality. These requirements may in
clude: (' 

a. Formal preassignment training; and 
b. Formal on-the-job training. 

6. Every police agency should require satisfactory com
pletion of an internally administered internship in any specia
list position before regular assignment to that position. 

7. Every police agency should establish a rotation system 
that requires specialists to be regularly rotated from positions 
where potential for officer compromise is high to positions 
where this 'potential is low or the criminal "clientele" is 
different. This rotation system should include: 

a. Identification of all positions--including vice, 
narcotics, and all types of undercover assignments--where 
potential for officer compromise is high; 

b. Written policies that specifically limit the dura
tion of assignment to any identified position. Because 
limitations may differ, these policies and procedures 
should stipulate those for personnel at the supervisory 
and administrative level and those for personnel at the 
level of execution; 

c. Provisions for limited extensions with the specific 
approval of the chief executive; and 

d. Provisions that insure the maintenance of a high 
level of operational competence within the speciality 
and throughout the agency. 

Effective matching of personnel with job assignments-~a 
problem common in business and government--is even more dif
ficult when matching for specialized assignment positions, par
ticularly in law enforcement. In areas of specialized assign
ment, where close working relationships exist and team efforts 
are deemed of paramount concern, personnel are often recommended 
solely on the basis of their friendship with someone already in 
the assigned activity, or because somebody says that the person 
is a "'good guy" or "can keep his mouth shut." Although comp.ati~ 
bility with coworkers is important, it should not be the primary 
basis for the selection of personnel. 
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In order ef£ect~yely to match the tight person to the 
right job~ each specialized assignment Should have a written 
job specification. 

A comprehensive personnel record system is the key to 
effective specialized activity assignment; it must include 
current information in a readily retrievable form. 

GenerallYJ police personnel records grow out of the 
employee's initial application for employment t and the subse
quent background investigation) if any. Later en tries in to the 
system may be limited to insurance matters, commendations, 
complaints, and rating reports. 

Comprehensive records should contain: skills or trade 
knowledge; how this knowledge was obtained; specialized lan
guage skills (flue~.lcy, reading comprehension, and writing 
ability); and police training and experience in the agency and 
from any other agency. 

Information in the records also should include educa- \ 
tiona! activities or hobbies; and any recent medical or finan
cial problems. Every agency employee should have an individual 
personnel record. These confidential records should be stored 
in a secure place, and each employee should be permitted to 
view his own record. Supervisory personnel acting in an ofa 
fical capacity should also have access to these records. Most 
important, these records should be reviewed continually to 
insure their accuracy and currency. To promote proper inter
pretation and eliminate duplication of information, the same 
type of information in the same format should appeal' in every 
employee's records. 

All police agencies should update and make easily 
retrievable the information in its personnel records system. 
Smaller agencies can provide rapid person~el information 
through a manual system~ l'lhile lal'ger agencies will require 
automation. 

When vac:ancies for speCialized assignment positions are 
anticipated, the agency should distribute announcements through 
customary internal procedures. The announcements should in~ 
clude minimum requirements and any additional skills or attri
butes that are required. Agencywide announcements \l1il1 alert 
qualified persons to apply, thus providing the department with 
a broader base for selection. Distinctive announcements~list
ing open positions may be posted on a bulletin board reserved 
for that purpose in each station house, 

These announcements "Till stimulate employees who desire 
specialized assignment, for which they are not presently 
qualified, to attempt to achieve the necessary qualifications. 

Minimum.requirements for specialized positions should be 
established through the joint actions of the police chief e~~ 
cutive, the individual directly in charge of the specialized 
assignment, and representatives of the personnel and tr::lining 
functions. Reasonable minimum standards will accomplisll the 
agency's specific objectives and will also encourage the largest 
number of interested and qualified persons to apply. The job 
specifications should be written clearly and concisely. 
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Conside~ation should be given to the amount and type of 
previous law enforcement experience an applicant should have. ~ 
A minimum of law enforcement experience may be required, or 
specific types and duration of experience within the department 
may be needed. 

Many specialized assignments may require specific formal 
education, beyond the police entry level, that may have been 
acquired by the officer subsequent to his employment. 

If no one in the agency meets educational requirements, 
but some persons meet all other requirements, some agencies 
arrange for these individuals to obtain the necessary educational 
background. The FBI, for example, offers an outstanding program 
in th~ development of educational specialists. 

Written requirements should specify.whtch additional 
specialized skills, knowledge, and experience are necessary or 
desirable. 

To select the best possible personnel for specialized 
assignment, command and supervisory personnel familiar with the 
duties required should conduct comprehensive interviews with 
candidates. 

Interviewers must consider and rate each candidate's 
qualifications as they relate to the written job specifica
tions. Consideration must also be given to the candidates 
personal attitude toward the specialized assignment. For 
example, the candidate may be merely seeking prestige in the 
assignment or he may have misunderstood the activity involved. 
It is imperative that any misunderstandings be clarified during 
this interview. 

For vice~ narcotics, intelligence, and other operations 
that may require undercover assignments and association with 
many types of undesirable individuals, the interviewers should 
attempt to determine the attitude of the candidate toward 
persons of this type. They should also probe the nature and 
extent of the candidate's prejudices which might deter his 
effectiveness in the area of activity. 

Additional background investigations may be recommended 
if there appear to be discrepancies between d"e r .. ~rsonnel records 
and the interview with the candidate. Additional investigations 
may be required for certain sensitive assignments to maintain 
internal security and integrity within the agency and in its 
relationships with other agencies. 

Except in rare instances, personnel placed in specialized 
assignment activities will require training in the a~signment 
to insure a continued high level of performance. Each depart
ment should establish, in writing, the training requirements 
for each specialized assignment. 

Specific types and duration of training must be deter
mined for each specialized assignment and for training materials 
and certification of candidates completing training. The type 
of training will vary according to the nature of the specialized 
assignment; it may require formal preassignment 01' post-assi.gn
ment training, on-the-job training, or a combination. 
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Each of£~cer on spec~alized ass~gnment should be 
required to complete satisfactorily an interne.lly administered 
in.ternship for a prescribed period prior to regular assign~ 
ment. 

This procedure provides the administrator and the employee 
the opportunity to determine aptitude for the specialized 
assignment, The ~dministrator may find that although the em
ployee apparently meets all basic q'.'alifications) he cannot or 
will not function adequately within the as~ignment. The em
ployee may also find that he is unsuited for the assignment 
for personal or professional reasons. In either instance 
the officer should be reaSSigned as soon as possible. 

The potential for legal and ethical compromise and 
corruption exists throughout the police service. It is pro
bably greatest in those areas where the criminal activity 
provides illicit services to willing customers. 

Each agency should identify those areas of special 
assignments where the potential for compromise and corruption 
are greatest, such as vice, narcotics, and all type of under
cover assignments. To minimize the potential for officer 
compromise, written policy and procedure should cover the 
orderly rotation of personnel from high risk assignments to 
other special assignments with a different type of criminal 
clientele, or to positions where the potential for compromise 
is low. 

Different pOlicies for supervisory and administrative 
persannel and execution level positions should be established. 
The potential for officer compromise at the supervisory and 
administrative level is considerably less than a.t the street 
or execution level. Each agency should consider the two 
elements separately and should permit supervisory and admin
istrative personnel to remain in one assignment longer than 
execution level personnel. 

Exceptions to this procedure are sometimes necessary, 
particularly on the execution level, to insure the successful 
completion of current investigations. The rotation system 
must be flexible enough to permit the conclusion of current 
activities with specific approval of the chief executive. 

Orderly procedure provides a continuing high level 
of operational competence through systematic changes in per
sonnel in the various specialized a.ssignments. Arguments 
against a rotation procedure focus on the loss of expertise 
within the assignment. The rebuttal maintains that there 
is no loss of expertise, that the expertise 1s reassigned 
and in many instances provides much broader application after 
the reassignment than before. Also, as new men are assigned, 
more members of the department become trained within the 
given area, and the department benefits as a whole. 
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The key to preventing loss of expertise i~ to organize the 
rota tion sys ten! in alL orderly and sys tema tic rnan1ii&r that is 
flexible enough to cover unusual situations, yet still achieve 
maximum possible efficiency. 
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ILLINOIS' STANDARD 8.3 

STATE SPECIALIST ASSISTANCE 

The State should provide, upon the request of any police 
chief executive in the State, specialists to assist in the 
investigation of crimes and other incidents that may require 
extensive or highly specialized investigative resources not 
otherwise available to the local agency. The State may also 
fund regional operational specialist activities. The State 
or regional specialists should not provide every day needs 
to local law enforcement. 

1. The State should publish and distribute to every 
local police agency in the State a document listing the State 
investigative resources available to assist that agency. 

2. The State should publish and distribute to every 
local police agency in the State the request procedure for 
obtaining specialists. 

3. The State should insure that its specialists pursue 
investigations in complete cooperation with and support of the 
local agency. 

NAC COMMENTARY EXCERPTS 

Local pa1ice agencies, both large and small, are charged 
with providing continual law enforcement for the community they 
serve. To do so they must have access, when the need arises, 
to trained experts in various specialties. 

Because most local agencies cannot develop and maintain 
specialists that are needed only on an intermittent basis, 
they require a source of available specialists when the need 
does arise. Local agencies should be able to r.equest and ob
tain assistance to investigate such crimes as an unsolved 
murder, sophisticated bunco schemes, and organized criminal 
infiltration. 

The State should supply specialists who are adequately 
trained and properly equipped to provide local law enforce
ment with this assistance. This may be done through develop
ment of a State force or through funding by the State to 

'combine and consolidate local speciaJizer resources. 
A . T~e Stat~ should publish a list of the fields of .. 
speclaltles avallable and the correct procedure for obtalnlng 
the assistance of these specialists. This list should be 
distributed to every law enforcement agency within the State; 
the list should be updated as changes in specialists occur. 

The function of the State specialistl; should be to 
assist and support the activities of the local law enforcement 
agency and to work in complete cooperation with that agency. 
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The specialists should work under the direction of the 
local police chief executive except when the executive believes 
the State specialists' performance would be improved if they 
worked independently. During a major occurrence which is de
clared by the Governor of the State to be an emergency, State 
specialists need not be under the functional control of the 
local police chief executive. 

The function of the State specialists should be to sup
port the authority of local law enforcement, not supersede it. 
This does not preclude State specialists from conducting inde
pendent investigations consistent with their .g,uthority. 

ILLINOIS COMMENTARY 

As a result of a traffic stop, automatic weapons and 
narcotics are uncovered. The officer making the arrest in 
this case is one of a rural Illinois town's 3 full-time police 
officers. Lack of manpower and investigative resources will 
make it impossible to conduct the far-reaching and perhaps 
long-term investigation the case requires. This leads to the 
possibility that larger wrongdoings by additional individuals 
will be undiscovered~ This is a hypothetical example, but it 
is a legitimate one 'in terms of existing conditions in Illinois. 

The Standards and Goals Committee and Operations Sub
Committee discussed the problem of who to turn to for investi
gative assistance. It was felt that the best way to overcome 
this problem was to develop a position and Standard calling ~ 
for State assistance. In Illinois, it will be necessary to ,., 
conduct a limited study to determine just what investigative 
resources are available to the police. All Illinois police 
agencies should contribute to this effort when it occurs, by 
submitting in writing the agency's investigative resources, 
such as doctors, polygraphists, bank auditors, MEG units, etc., 
and noting the extent to which they could be made available to 
other police agencies. When this information is compiled the 
State should then publish and distribute an inexpensive, readily 
usable pamphlet presenting this dat.i'> , 

This pamphlet could be re f·:, . d to as the "State Specialist 
and Investigative Resource Guide," _nd would contain at least 
the following: 

1. A listing of State, regional, county, and local 
specialists available to the police. 

2. A cross-indexed listing of investigative skills and 
specialized equipment which most appropriately can assist the 
police chief executive requesting support. 

3. Procedure~ for obtaining assistance--such as contact 
-persons, phone numbers, special requirements, and costs for 
service. 

A final note on the Guide is the need to keep it 
current. 
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Police agencies in Illinois need to be able to call 
uprA outside investigative resources and specialists to sup
port, not supplant, agency efforts on a statewide basis. 
Proper protection of the citizen demands this. 

Police can help themselves by cooperating in the develop
of these resources and thus improve their individual ability 
to deliver services. 
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ILLINOIS STANDARD 8.4 

JUVENILE OPERATIONS 

The chief executive of every police agency immediately 
should develop written policy governing his agency's involve
ment in the detection, deterTence, and prevention of delinquent 
behavior and juvenile crime. 

1. Every police agency should provide all its police 
officers with training in preventing delinquent behavior and 
juvenile crime and in developing effective communication skills 
with juveniles. 

2. Every police agency should cooperate actively with 
other agencies and organizations, public and private, which 
have valid on-going programs in order to employ all available 
resources to detect and deter delinquent behavior and combat 
juvenile crime. 

3. Every police agency should establish in cooperation 
with courts written policies and procedures governing agency 
action in juvenile matters. These policies and procedures should 
stipulate at least: 

a. The specific form of agency cooperation with other 
governmental agencies concerned with delinquent behavior, 
abandonment, neglect, and juvenile crime; 

b. The specific form of agency cooperation with non
governmental agencies and organiza"4.ions where assistance 
in juvenile matters may be obtained; 

c. The procedures for release of juveniles into 
parental custody; and 

d. The procedures for the detention of juveniles. 

4. Every police officer assigned specifically to the 
function of Youth or Juvenile Officer should successfully 
complete a certified course of specialized training of at least. 
80 hours duration prior to assuming those duties. 

NAC COMMENTARY EXCERPTS 

A juvenile becomes a delinquent when he commits an act 
which, if he were an adult, would be a crime. The activities 
of police in connection with juveniles who are not yet delinquent 
is a matter of controversy and concern. Some believe that the 
police should have nQ contact with a juvenile unless he commits 
a crime. This belief, however, precludes the assistance of law 
enforcement agencies in the identification of neglected and 
dependent children; from deterring the delinquency of children 
who persistently refuse to obey the reasonable directions of 
parents and school authorities, or are beyond the control of 
these authorities; or are otherwise in clear and present danger 
of becoming delinquent. . 
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To suggest that law enforcement abrogate its preventive 
responsibilities concerning juvenile delinquency is to recommend 
th~t police merely enforce the law through the apprehension 
process. 

Every community has special juvenile problems, varying 
from gang murders to underage youths loitering in pool halls. 
Rather than merely trying to apply what has been successful 
in one community to another, juvenile operations should be 
generated by an evaluation of local needs and local capabilities. 
Programs may be all-inclusive in smaller communities, and on a 
neighborhood basis in metropolitan areas. 

The pollce chief executive, after assessing conditions, 
shoulo write a policy governing the activities of his agency 
involving juveniles. This policy should be based upon community 
needs and resources. 

Each officer must be given adequate training at the entry 
level to identify neglected and dependent children, detect and 
deter predelinquent behavior, and develop insight into juvenile 
crime problems, departmental policy, and available procedures 
and resources. 

Training must not stop at the entry level; it should be 
reinforced periodically through various inservice training 
techniques. This additional training is needed to maintain 
awareness of everchanging problems and to maintain the capa
bility of responding adequately to community needs. 

Agencies that choose to assign personnel full time to 
juvenile operations should provide additional training in 
juvenile activities, preferably at a professional school. 

Activities focused on juvenile problems do not involve 
law enforcement agencies alone. Courts, social assistance 
agencies, school and governmental counseling agencies, as well 
as many privately operated agencies, are concerned and involved. 

The police agency should make every effort to participate 
actively with other agencies and organizations whenever practi
cable, to reduce the duplication of services directed at juve
nile problems, and to approach thc~e problems with maximum 
effectiveness. 

Cooperation must prevail between the law enforcement 
agency and the entire ,communi ty if they are to achieve a 
lasting effect on juvenile problems. Neither can function 
adequately in this area without the support of the other. 

Written juvenile policies and procedures in each law 
enforcement agency should require constant planning, implemen-
tation, program evaluqtion, and refinement based on changing 
community needs. 

These p~ocedures mus~ in~orporate legal methods of 
discovering situations; activities, and environments that are 
harmful to juveniles' development, in order to detect and 
deter cond.i tions that may lead to delinquent behavior. Legal 
procedures for appreh~nsion and detention of juvenile offenders 
should also be included. . T.his written policy and procedure 
should cover at least, the following: 
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- Exerting every possible effort toward discovery of 
potential delinquents and conditions conducive to 
delinquent behavior; 

Working closely with other agencies to remove or con
trol environmental conditions conducive to creating 
juvenile p~oblems; 

Advising and assisting all agencies and organizations 
concerned with juvenile problems when the police agency 
is not directly involved in the activity; 

Using preventive patrol techniques in areas where there 
is potential for juvenile problems; 

Conducting thorough investigations into delinquency 
problems that lead to the commission of juvenile 
offenses. This includes apprehension and prosecution 
of adults who contribute to, or are involved in, 
delinquency problems; 

Detecting and apprehending j~venile offenders as pre
scribed by existing laws and procedures. There should 
be guidelines for the release of juveniles into parental 
or guardian custody, or their detention; 

Followup as needed in the referral of the offender, ob
taining the necessary legal process, and obtaining the 
disposition of each action involving a juvenile 
offender; and 

Retaining prescribed juvenile records as indicated by 
the courts and required by law. 

ILLINOIS COMMENTARY 

The Standards and Goals Committee had little diffi
culty in reaching accord on a standard for juvenile operations 
as a professional statement. The Committee, however, expressed 
serious concern about the degree of success Illinois law 
enforcement agencies will achieve in implementing the standard 
until the role of the juvenile and society's expectations re
lating to juvenile-police contacts are more clearly and con
sistently articulated. 

liThe Public Opinion Survey on Police in Illinois" (see 
Appendix C) provided documented insight to the public's feeling 
about police and the juvenile. In the section calling for 
additional comments, many respondents wrote an opinion on the 
way in which police handle juveniles. Apart from indicating 
lack of understanding by the citizen about Illinois law govern
ing interaction between the police and juveniles, citizens were 
split on whether the police were too lenient with juveniles or 
too harsh. None expressed feeling that the police handling of 
juveniles was what it should be. 
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Clearly, the police chief executive must respond to the 
juvenile problems in his community. To do so, however, without 
running afoul of confusing statutes, ordinances, attitudes, and 
a host of agencies that seem to be competing for jurisdiction 
over juveniles is a frustrating problem. The Committee recognized 
that police chief executives are seeking guidance in this area 
and developed Recommendation 8.11 to address this problem. 
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ILLINOIS STANDARD 8.5 

TRAFFIC OPERATIONS 

Every police agency and every local government respon
sible for highway traffic safety should perform the basic 
functions of traffic law enforcement, traffic accident manage
ment and traffic direction and control. 

1. Every police agency should perform the basic function 
of traffic law enforcement--the police activity specifically 
directed toward controlling traffic violations through pre
ventive patrol and enforcement, case preparation, and court 
testimony. This function: 

a. Should include line patrol, area patrol, selective 
location patrol, and records and logistics; and 

b. Should be a fundamental responsibility of all 
uniformed officers. 

2. Every police agency should perform the basic function 
of traffic accident management. This function relates to 
police activities connected with traffic collisions, and in
cludes providing assistance to the injured, protecting the 
scene, preparing reports, taking necessary enforcement action, 
and conducting followup investigations. The function should 
include: 

a. Initial traffic accident investigation, followup 
investigation, traffic control at the scene, injury 
control, enforcement action, records, reports, and 
notifications; and 

b. On-scene investigations of all accidents involving 
a fatality, personal injury, or one or more vehicles 
that must be towed from the scene. 

3. Every local government with responsibility for traffic 
direction and control should perform the basic function of 
traffic control and direction which has a direct and immediate 
effect on traffic flow. Such activities are those which have 
an immediate and direct effect. These activities: 

a. May include intersection control, parking control, 
pedestrian control, police escort, special event con
trol, and hazard control; 

b. Should be transferred, wherever possible, from 
the police agency to another local government agency, 
or be undertaken by the police agency but assigned to 
nonsworn employees; 
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c. Should not be performed by employees if the need 
can be anticipated in advance, and electronic traffic 
control devices can be installed, unless employees are 
cost-effective. 

4. Every police agency should develop and implement written 
policies governing the investigation of traffic accidents, 
enforcement of State and local traffic laws and regulations, and 
traffic direction. Police chief executives should insure that 
these policies are regularly communicated to all supervisors and 
line personnel. These policies should include guidelines on: 

a. Physical arrests, issuance of warnings and cita
tions, and transportation of arrestees; 

b. Investigatio~ of traffic accidents; 
c. Interjurisdi~tional responsibility and authority 

for traffic supervision; and 
d. Ancillary services that have an indirect effect 

on traffic flow. 

5. Every police agency should employ, where necessary, 
specialized equipment operated by specially trained personnel 
to implement effective traffic programs. 

6. Police agencies having adequate resources and con
sistent with an analysis of need should establish specialized 
accident investigation and traffic enforcement units. These 
units: 

a. Should be staffed with as few personnel as the 
local traffic problem will permit; and 

b. Should be functionally decentralized to the most 
effective command level, 

7. Every police agency should make assignments for all 
traffic functions on the basis of traffic volume, accident 
experience, violation frequency, and congestion. 

a. Selective enforcement techniques should be im
plemented through assignment of men and equipment by 
time and location on the basis of demonstrated need. 

b. The establishment of a selective enforcement task 
force should be considered when the State or community 
accident death rate exceeds the national average or 
exceeds the average for the State or community for the 
last 3 years. 

c. Every police agency should have access to at least 
one person specially trained in highway safety management 
and able to plan and evaluate effective traffic safety 
programs. 
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d. Specialization shouid be limited according to 
need, and the major street tTaffic duties should be 
performed by patrol officers. 

8. Every police agency should be capable of performing, 
or arrange for the performance of, activities necessary to 
support traffic line functions. These activities: 

a. May include administration, planning, budgeting, 
personnel management, research and analysis, public 
information, training~ communications, transportation, 
records and identification, property control, equip
ment supply, and laboratory services; and 

b. Should enable the police agency to gather and 
analyze traffic information and to maintain records 
to guide the agency in the safe movement of traffic. 

9. Every police agency should periodically release 
traffic safety information and traffic safety educational 
material to the general public, and should cooperate with 
appropriate educational institutions in the preparation and 
presentation of traffic safety educational programs. 

NAC COMMENTARY EXCERPTS 

The role of the police in motor vehicle transportation 
systems has undergone significant changes through the years. 
The traditional police function has centered around traffic 
law enforcement, accident investigation, and traffic direction 
and control processes. In todayts highly complex and mobile 
society, the police officer's responsibilities have been ex
panded beyond the restrictive area of traffic supervision 
and have evolved into a more comprehensive service that in
cludes motorist service, public information, motor theft 
prevention, and other activities vital to the safe and ef
ficient movement of traffic: 

This incTease in the level, scope, and quality of 
police traffic services is tied in with a general and pervasive 
demand by the public for increased services by all agencies at 
every level of government. The wide range of activities per
formed by the police in +~e highway transportation system can 
be classified under the broad general title of highway traffic 
managemen t. 

The traffic law enforcement function has been defined 
as the total police effort directed toward obtaining compliance 
to traffic regulations after programs of traffic safety educa~ 
tion, driver training, traffic engineering, and similar acti
vities have failed to reach this objective. This function 
involves all levels of operation within a police organization. 
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The basic purpose and primary object~ve of traffic law 
enforcement is the creation of a deterrent to violators and 
potential violators of traffic laws and regulations, The 
principal activity of enforcement is directed toward develop
ing an avoidance action on the part of the driver. This action 
is necessary because it is commonly agreed that most traffic 
laws have no social stigma attached to their violation. Speed
ing, or running a stop sign or a traffic light, are not con
sidered violations of lInatural law," as are violations of laws 
against rape, murder, or o.her heinous crimes. It is therefore 
a basic tenet and an unde) _ying assumption of traffic law enforce
ment that people regularly and without any natural consciousness 
of wrong-doing violate laws designed to insure safe use of the 
highways. 

The ultimate aim of traffic law enforcement is to produce 
voluntary compliance with traffic regulations and to provide 
maximum mobility with minimum interruption. Enforcement activity 
should educate the motorist so that he will voluntarily comply 
with traffic laws. This educational process is achieved most 
often by creating an awareness of the consequences of violating 
traffic laws. Enforcement measures may be considered repressive 
in that they aim to deter potential violations by making the 
commission of a violation an'unpleasant experience. 

Line or regular field personnel are directly involved, 
of course, in the implementation of traffic law enforcement 
through their contact with the general public. It is important 
for all such personnel to be attuned to the preventive patrol 
concept. The compilation of traffic statistics and records on 
major moving violations and frequent locations and causes of 
trafiic accidents is a vital function of selective location 
patrol and enforcement techniques. Selective enforcement units 
operate in preselected locations where high rates of vehicular 
and pedestrian accidents and traffic law violations necessitate 
patrol saturation. 

All uniformed officers should be responsible for the 
enforcement of traffic laws and regulations. There is a close 
inteTrelationship between traffic activity and all other police 
activities. For example, a motor vehicle operator who is appre
hended and cited for a traffic violation may also be of special 
interest to the police for other reasons. He may be wanted by 
another jurisdiction or may be in flight from the scene of a 
crime. Furthermore, traffic related reco~ds--such as registra
tion records, operator permits, and citation and collision 
reports--all play an important role in traffic management and 
criminal investigation. The situation where an arrest for 
serious nontraffic offenses occurs as a result of a stop for 
a traffic offense, is common. 

Police officers are usually the first, and often the 
only, persons who are both equipped and legally responsible for 
providing vitally needed services at the scene of traffic ac
cidents. Their ability to act quickly and effectively can 
make the difference between life or death for crash victims. 
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Officers arr~v~ng at the scene of a traffic accident 
have many duties to perform. They must be alert for spilled 
gasoline or ether dangerous substances. They must locate 
victims, protect them from further harm, and summon other 
emergency service as needed. At the same time, they must 
ascertain whether hit-and-run or another crime is involved, 
take immediate steps to apprehend the offenders, locate wit
nesses, secure physical evidence, maintain order, and keep 
traffic moving as though no accident had occurred. 

In the midst of the activity, an investigation must 
be conducted, and later, accurately and completely reported. 
Report writing is considered the lifeline of a good traffic 
program. The finest possible investigation is useless if 
not accurately and cOitlpletely reported. Reports must be 
accurate, clear, and as brief as possible. 

To complement reporting, an efficient traffic accident 
records system, emphasizing quality control, must be implemented 
to evaluate cost effectiveness of highway safety measures, 

Followup units are necessary to act on the results of 
preliminary investigations of accidents where a traffic crime 
has been committed. One of their primary functions is to seek 
criminal complaints for the prosecuting agency. These units 
also should maintain liaison with the coroner's office to 
determine causes of death to accident victims. It should be 
a further responsibility of these units to receive and obtain 
statements from additional witnesses to serious accidents. 

Investigations should be conducted of all accidents 
involving fatalities, injuries, or when one or more vehicles 
must be towed from the scene. However, traffic accidents not 
requiring official written reports by off,icers should not 
prevent the officers from taking other appropriate action 
such as keeping the peace, alleviating traffic congestion, 
and assist<ing all concerned persons. 

A number of recommendations have been made for dividing 
the various poljce traffic service functions among other 
existing governmental agencies or to place all or part of them 
in some newly created quasi-police agency. Reasons for this 
proposed redistribution have ranged from pure economics to an 
effort to improve police public relations, 

The relationship between the use of motor vehicles 
and the commission of serious crimes is of sufficient magni
tude that police crime suppression activities could be impeded 
significantly if the traffic control function were vested in 
a separate nonpolice agency. This is not to say that every 
effort should not be expended to use civilian personnel to the 
maximum, under the direct supervision of the police, to perform 
certain routine nonhazardous or clerical police traffic service 
sub functions . 
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Several police agencies have utilized nonsworn civilian 
personnel successfully in a variety of police traffic service 
capacities. The use of individuals who need not meet the 
stringent entry requirements of regular police officers should 
be expanded in routine police traffic service functions that do 
not require a sworn officer. 

The two chief functions of personnel assigned to traffic 
control and direction are direction of vehicular and pedestrian 
traffic, and the enforcement of laws regulating parking. Deploy
ment of personnel should be guided by peak traffic periods and 
posted parking restrictions. Regular beats should be estab
lished to conform with parking meter 10cations 1 business dis
tri~ts, posted time zones, and complaints of parking abuses. 
Where available, electronic traffic surveillance devices should 
be used to assist personnel engaged in intersection traffic 
control, or to relieve those personnel for other duties. 

Officers assigned to this function also should be respon
sible for impounding vehicles and directing traffic at special 
events. 

Planning, policy, and procedure are vital to the success
ful operation of a police traffic services program. Withont 
proper planning, and the development of policies and procedures 
to put those plans into effect, any program is doomed to failure. 

Policy should be written and should become a part of duty 
manuals, general orders, and instructional material. 

To insure impartial enforcement, procedures for issuing 
citations and warnings should be carefully delineated. 

Policy also should comply with jurisdictional agreements 
within the State, clarifying which agency has primary responsi
bility and authority for traffic supervision in specific areas. 
f'Jr example, should a State traffic agency maintain jurisdiction 
over a State highway running through a municipality under the 
control of another local police agency? Such distinctions should 
be clearly delineated, and the officers of each agency should be 
aware of their traffic duties and responsibilities. 

Ancillary traffic services are thosa police activities 
that have an indirect effect oh traffic flow. Comprehensive 
guidelines on aiding disabled motorists, removing hazards, con
trolling auto theft, disposing of abandoned cars, and safeguard
ing property, should be conveyed to all personnel. 

Supervisory and administrative police personnel playa 
vital role in an effective traffic management program. Police 
administrators have the responsibility for planning, super
vising, training, and analyzing traffic records, and securing 
necessary cooperation and liaison with other related groups 
such as the courts, engineers, and State licensing agencies. 

Middle management or supervisory personnel also play 
an extremely important role in the total traffic law enforce
ment process. Their understanding, enthusiasm, and interest 
in the goals and objectives of a traffic law enforcement pro
gram often spell the difference between success and failure. 
Too often, well-conceived programs fail due to a breakdown 
in this critical link. Planning is essential to the success
ful conclusion of any serious undertaking. Planning must be 
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done at all supervisory levels. Each supervisor must deter
mine how to accomplish tasks and ascertain needed resources 
and procedures. 

Other supportive functions such as property control and 
equipment supply operations should be accorded proper emphasis. 
Laboratory services providing scientific assistance in accident 
investigation are an indispensable asset to resolving previously 
lIunsol vable" cases. 

ILLINOIS COMMENTARY 

It is critically important for every police chief 
executive to recognize traffic management as a police depart
ment responsibility. Being a part of the law enforcement 
system, police traffic management should be integrated into 
the overall police mission and its goals and objectives. 

The police department in Peoria, Illinois has initiated 
an interesting project in fulfilling its responsibility for 
traffic management. In an effort to reduce traffic accidents 
and injuries, Peoria has implemented the Selective Traffic 
Enforcement Program (STEP), funded by a 3-year Federal grant 
with a 2-year extension option. The need for grant assistance 
was substantiated by the fact that over 10,000 traffic acci
dents occurred in Peoria in 1975. STEP is implemented by police 
officers who volunteer to work overtime. These police officers 
are deployed at the top 10 locations identified as having a 
high occurrence rate of traffic accidents. Each officer 
patrols a route consisting of one or more intersections for 
4 hours a week. A total of 48 positions over a 6-day week, 
8 hours a day, are patrolled. According to Sergeant Hawks, 
Traffic Director/STEP supervisor, the program is a great acci
dent deterrent. He attributes its potential for success to 
the following items. 

1. Visual appearance of patrol cars; 

2. Verbal warning given for minor traffic violations; and 

3. Actual writing of violation tickets for major offenses. 

Even though the program is relatively new in Peoria, 
and its effectiveness has not been fully evaluated, Sergeant 
Hawks expressed understandable confidence in the program. 
Since the implementation of the program there has been a con
tinuous 1 percent decrease per month in traffic accidents in 
the 10 designated trial areas. Over the program's 7 months 
of existence, traffic accidents have decreased 7 percent in 
the study areas. 
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STEP and s~milar programs will be successful if police 
departments continue to recognize that traffic safety is a 
definite police responsibility. 
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ILLINOIS STANDARD 8,6 

CRIMINAL INVESTIGATION 

Every police agency immediately should direct patrol 
officers to conduct thorough preliminary investigations and 
should establish in writing priorities to insure that investi
gative efforts are spent in a manner that will best achieve 
organizational goals. 

1. Every police agency should recognize that patrol 
officers are preliminary investigators and that they should 
conduct thorough preliminary investigations. However, investi
gative specialists should be assigned to very serious or 
complex preliminary investigations when delay will not hamper 
the investigation. 

2. Every police agency should establish only as many 
specialized criminal investigative units as needed, staffed 
only with the number of personnel necessary to conduct timely 
investigations that lead to organizational objectives. The 
thoroughness of preliminary investigations by patrol officers 
should be emphasized to reduce followup investigative efforts. 

3. Every police agency should establish investigative 
priorities according to the seriousness of the crime, how 
recently it was reported, the amount of readily available lead 
information, the availability of agency resources, and com
munity attitudes. 

4. Every police agency should establish quality control 
procedures to insure that every reported crime receives the 
investigation it warrants. 

s. Every police agency should coordinate criminal in
vestigations with all other agency operations. This coordin
ation should be supported by: 

a~ Clearly defined procedures for the exchange of 
information between investigative specialists and 
between those specialists and uniformed patrol officers; 

b. Systematic rotation of generalists into investi
gative specialties where feasible; 

c. Equitable publicity of the efforts of all agency 
elements; and 

d. Specific administrative policies, procedures and 
records to insure that personnel consistantly receIve 
recognition for providing investigative leads and 
information and to insure consideration of personnel ef~ 
forts in determining duty assignments, commendations, 
and promotions. 
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NAC COMMENTARY EXCERPTS 

Chief executlves of police agencies must guard against 
officers and invest;gators becoming mere report takers. Fail
ure to insure that each crime receives the appropriate level of 
investigation permits some crimes to go unchallenged, creates a 
negative attitude among the public, and severely reduces motiva
tion of police officers regarding many types of crime. 

Police chief executives pleading lack of time and man
power, sometimes permit officers to respond to reports of crime 
more than 24 hours later. The officer then too often only "takes 
a report." He may conduct little or no preliminary investigation 
and may be authorized to use his discretion on whether to close 
the report OT refer it for followup investigation. 

Often the followup investigation is delayed, and evidence 
on the scene is contaminated. At the discretion of the followup 
investigator, the case may be closed or left pending (in case 
the investigator "gets a chance" to work on it). 

Every agency should establish response and investigative 
priorities to aid in the assignment of officers to conduct pre
liminary investigations and of detectives to conduct followup 
investigations. This will assure that patrol and detective re
sources will be conc~ntrated on those cases or types of crimes 
which should be solved first. 

Every agency should insure that each patrol officer has 
adequate training as a criminal investigator and that patrol 
officers are responsible for the majority of preliminary inves
tigations. 

The patrol officer is usually the first to arrive at the 
scene and can start the investigation without delay. In this 
case there will be no need to wait for investigative specialists. 
Few agencies have enough investigators to answer every calIon 
a 24-hour basis and conduct followup investigations. 

The patrol officer should pursue the initial investiga
tion at the scene until the time he spends seems unlikely to 
produce additional benefits. However, based upon the situation 
within the community, and agency resuurces~ the agency should 
assign very serious or complex preliminary investigations to 
investigative specialists. In unusually serious or complex 
crimes, such as sophisticated burglaries and homicides, the 
preliminary investigation should be conducted by specialists. 
The uniformed officers should protect the scene from contam
ination and request a specialist at once. The investigative 
circumstances calling for early specialist involvement should 
be clearly delineated by the police agency. 
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Each agency should establish only as many specialized 
criminal investigation units as truly necessary~ staffed with 
as few personnel as practicable. One way to hold specialization 
of criminal investigation to a minimum is to train patrol ofw 
ficers to conduct preliminary investigations. When the patrol 
officer conducts a thorough preliminary investigation, followup 
investigation time is materially reduced. Thoroughness of 
patrol officers' preliminary investigations should be reviewed 
regularly. If there are deficiencies in their reports, re
medial action should be taken to assure consistent quality in 
investigations and subsequent reports. 

Each police agency painstakingly should establish a 
priority of investigations; the agency should consider com~ 
munity problems and attitudes as well as its own resources. 
In addition to instructing members of the agency on the prior
ities, the police chief executive must inform the community of 
both the order of these priorities and the reasons for them. 

Assignment of an officer to an on-site investigation of 
a minor offense where there is likely to be little evidence 
may serve no positive investigative function, but it may serve 
to reassure the public. This factor should be considered. 

Cases not cleared during preliminary investigation-
when further investigation is likely to produce positive 
results--require systematic fol1owup investigations. These 
should focus on areas not previously covered and should con
tinue until the case is cleared or until it appears that 
additional investigation will produce no further results. 

Quality control procedures should be applied to crim
inal investigation operations to insure that each reported 
crime receives the investigation that it warrants. Pro
cedures include constant review of reported crimes, prelim
inary investigation reports, and fo1lowup reports. In smaller 
agencies this review may be conducted by a unit administrator 
or supervisor. In large agencies certain personnel may be 
assigned as case supervisors. The review of reports should 
determine the comprehensiveness of the investigation, and the 
report should aid in coordinating investigative activities, 
particularly in developing pattern analysis and method of 
operation. 

The administrator or case supervisor must constantly 
be alert for protracted investigations that are neither 
productive nor promising. These should be terminated and per
sonnel assigned to other cases. 

Measurement of criminal investigators, teams, and units 
traditionally has been based upon crime clearance rates. 
Measurement also should be based on such factors as arrests, 
dispositions of arr.est, property recovered, and total working 
caseload. Consideration must also be given to whether non
sworn clerical personnel were available to prepare the investi
gative reports, and the amount of time spent by investigators 
in report preparation. These additional factors will provide a 
more accurate picture of the performance of the criminal in
vestigation operation. 
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Performance may be audited best by having a supervisor 
interview victims, witnesses l and arrestees to gain knowledge 
about the thoroughness of the investigation. Although some in
vestigators and their supervisors dislike this technique~ it has 
proven valuable to some industries, especially utility companies, 
in discovering quality of work and customer satisfaction. 

The activities of the criminal investigation operation 
should be coordinated with those of all other agency operations. 
Efficient operations depend upon rapid and free-flowing communi
cation within the agency. Procedures governing the exchange of 
operational information between various investigative specialists, 
as well as between these specialists and uniformed patrol offi
cers, should be clearly defined. For example, investigative 
specialists should convey to patrol officers how they best can 
guard against contaminating a crime scene while conducting a 
thorough preliminary investigation. Similarly, scientific 
investigative personnel can explain present capabilities and 
various laboratory services available to them, and when they can 
benefit by having a forensic specialist at a crime scene. 

Because patrol officers, detectives, scientific investi
gative personnel, and other agency employees share responsibility 
for the success or failure of criminal investigations, they must 
keep abreast of the investigation's progress. This may be accom
plished, in part, through periodic command briefings and dis
tribution of written activity summaries and current information 
bulletins. Rollcall training periods provide an excellent op
portunity for the exchange of information between uniformed 
officers and investigative specialists. 

To educate uniformed officers further in investigative 
methodology and to enable them to gain an appreciation of the 
specialist's task, procedures should be implemented to rotate 
patrol officers systematically through specialized assignments 
for temporary training. 

The criminal investigative specialist's role should not 
be permitted to overshadow that of other agency members. Total 
operational effectiveness and employee morale are directly con
tingent upon equitable pUblicity of the efforts of all agency 
elements. 
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ILLINOIS STANDARD 8.7 

§;PECIAL CRIME PROBLEM OPERATIONS 

Every police agency should have immediately available 
on a local, regional or cooperative basis, consistent with an 
a.nalysis of its need, a flexible and highly mobile unit £01" 
rapid ~eployment against special crime problems .. 

1. Every chief executive should establish wtitten poli
cies and procedures that govern deployment of the unit against 
any problem. These policies and procedures should stipulate 
at least: 

a. That the unit will be deployed on the basis of 
current crime pattern analyses or validated current 
information on expected crime activity; 

b. That the unit will be deployed against a problem 
only when the regularly assigned patrol force is not 
adequate to be effective against that problem; and 

c. That unit deployment strategy will be based on an 
obj ecti ve analysis of the problem: ovel~t sa tura.tion 
as a highly visible preventive strategy, and covert 
saturation as a low visibility detection and appre
hension operation. 

2. Every unit should be equipped with necessary special~ 
ized equipment, vehicles, radios, vision devices, and weapons. 

NAS COMMENTARY EXCERPTS 

Every police administrator is often troubled by an 
apparent inability to deploy his patrol strength for maximum 
effect against particular problems. Limited personnel and the 
many problems of regular patrol s~rvice frequently preclude the 
attaining of proper selective enforcement, or :selective pres
sure, against special crime problems. To achieve proper emphasis 
and pressure against particular crime situations, special crime 
problem operation units are often d\eployed to serve as compact, 
flexible operational task forces in given locations at times 
when a concentrated effort is needed. 

The spPvcial crime problem operations unit is normally 
comprised of a small force of selected men from within the 
agency's own personnel pool. The numbers and ranks of its 
supervisors are determined by the numerical strength of the 
unit. Special crime problem operation units may vary from a 
few men in a small force to 200 or more on large forces. 
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According to Municipal Police Administration, IIflexibility 
should be the tactical force's hallmark." For example, the unit 
may work in plain clothes on a daylight burglary problem. Then, 
abruptly, they may be assigned to work in uniform on the night 
watch on a drunk driver problem, and the next night on a sky
light burglar. If there is no specific problem, the unit members 
may be deployed over an extensive geographic area, then, if 
needed, quickly pulled together as a cohesive and coordinated 
unit to search for a particularly dangerous robbery suspect. 

The special crime operations unit should be functionally 
responsible to the patrol commander under whom it is operating. 
Th~ special crime problem operations unit is present to augment 
the regular patrol force and to serve as a catalyst in making 
the line units effective in achieving their common ends. Special 
crime problem operation units who use greater force, or who 
show less respect for the public than the patrol units in the 
area, may achieve their immediate goal while alienating the com
munity. Special crime problem operations unit personnel should 
be made aware of the problems, policies, and sensitive areas of 
the locations in which they work. 

Written policies and procedures should specify that the 
deployment of special crime problem operations units is limited 
to current crime pattern analyses or validated ~ntelligence that 
indicates a crime problem has developed or is growing in a given 
location. 

Policy should also indicate that the special crime problem 
operations unit be deployed only when the special crime problem 
cannot be effectively combatted by the regularly assigned patrol ~ 
force. Patrol members who must concentrate their efforts in a ,., 
specific area create an imbalance in other geographic areas. 
While daily arrest, investigations, and requests for police 
services can be forecast with some degree of accuracy, there 
will always be exceptions. Supplemental patrol units, in the 
form of special crime problem operations unit personnel, may be 
deployed to saturate high crime areas during periods where there 
is justification for such mea?ures. Special crime problem oper-
a~ion units should not be assigned to areas where statistics 
disclose that greater numbers of patrolmen are not really ne.ces-
sary or where the presence of more men would be likely to aggra-
vate a condition already under control. 

When it has been decided that, based upon current crime 
pattern and patrol manpower shortages, a special crime problem 
operations unit is needed, deployment strategy must be based on 
an objective analysis of the problem. If what is needed is a 
deterrent in the form of additional officer presence, then the 
tactical force should be employed in uniform and in marked police 
vehicles. Overt saturation discourages such crime problems as 
juvenile gang activity and gives the local public a sense of 
security that otherwise might be absent. 
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On the other hand, covert saturation, or inconspicuous 
. officer presence, should be the tactic employed when criminal 

offenders are nat significantly deterred by the presence of uni
formed officers. This is particularly true in the case of cer
tain vice and narcotic offenders. 

Continuing analysis should be made of the effect of the 
various deployment patterns of the tactical squad, Deployment 
procedures should be modified if the tactical squad is not 
meeting its objectives. 

To reduce crime, the police agency must make the crim
inal ,~lement aware of the probability of apprehension. Sat
uration patrol, as a tactic of special crime task forces, has 
proved to be one of the most effective methods of crime pre
vention. Every core city police administrBtor and every con
cerned suburban police chief executive should implement special 
crime problem operations to supplement his agency's normal 
patrol activity, preferably on a full-time basis. 

Close coordination between the tactical force and the 
patrol and investigative operation is of paramount importance. 
Because special crime problem operation units supplement and 
assist the patrol force, their activities should be consistent 
with those of the patrol officers. Field COl'.i\:landers must be . 
informed of special crime problem operations units activities 
within their area of responsibility to insure coordinated 
efforts and preclude any possible friction or misunderstandings 
that might otherwise occur. 

Agencies unable to provide a full-time special crime 
problem operations unit should assemble a part-time special 
crime problem operations unit, readily ~esponsive to the severity 
of the local crime situation. Varying conditions within each 
community will indicate the need for a special crime problem 
operations unit and the number of officers required. Ideally, 
each member of the special crime problem operations unit should 
be a volunteer selected on the basis of special skills useful to 
the unit. Officers of the unit should be regularly assigned 
members of the agency. 

While a special crime problem operations unit does not 
have to be an organizational entity, particularly when the need 
for such a force is only intermittent, it is vital that such 
a capability be available at least on an interagency coopera
tive basis. 

ILLINOIS COMMENTARY 

The Skokie Illinois Police Department's "Counter Sniper 
Team" is an example of a part- tb'le multifaceted special crime 
problem operations unit. The team, organized in 1967, operates 
within the Skokie Police Department to combat special crime 
problems. The team is an informal one, no~ at all llke the 
glorified "SWAT" as seen on TV. There are no special vehicles 
or uniforms for the team members. The team consists of one 
lieutenant, one sergeant, and eight patrolmen. These police 
officers are on regular duty which makes the team an 'textra~ 
duty" acti vi ty. If the police chief executive or the field 
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commander decides that a team is needed at the scene of a special 
crime pI'ob1em, with reference to the department's written policy 
guidelines, the team members are deployed in the department's 
squadrols. 

Training is maintained on a monthly basis. The officers 
involved are trained on how to properly utilize the various 
weapons they may need to use, including such weapons as rifles, 
gas equipment, and automatic weapons. Although the need to 
deploy the team has not yet arisen, Skokie Police Department 
administrators feel the department is prepared in the event of 
special problems. 

Skokie also cooperates with several of its neighboring 
police departments in maintaining a regional crime problem 
operations unit. Consequently, they are prepared to deal 
promptly and effectively with almost any foreseeable situation. 
The concepts and techniques utilized by the Skokie Police Depart
ment could serve as excellent examples for the larger number of 
Illinois agencies whose immediate resources appear too inadequate 
for developing special crime problem operations units. 

NAC COMMENTARY EXCERPTS 

Without appropriate specialized equipment, police response 
to special crime problems is almost universally unsatisfactory. 
The equipment needed is dependent upon the functions of the 
special crime problem opera.tions unit and will vary from opera
tion to operation. 

Communication is the lifeline of police operations, par
ticularly those involving undercover officers or crowd control 
operations. The special crime problem operations undercover 
function is often carried out by the use of a plainclothes police 
officer decoy, four to six cover police officers, and an officer 
in an unmarked car for transportation purposes. For this type 
of operation, communication is of the utmost importance for 
security of the decoy, who must maintain radio contact with 
team members. In crowd control situations, radio communication 
gives command personnel, via handheld walkie-talkies, the 
capability of controlling and quelling riotous situations. 

Police chief executives should insure that their members 
are provided the best equipment. All armament, weaponry, com
munication devices, vehicle fleet accessories, and other appara
tus should be subjected to stringent testing prior to acceptance 
by the police agency. 
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ILLINOIS STANDARD 8.8 

VICE OPERATIONS 

Every police agency should immediately insure its capa~ 
bility to conduct effective vice operations against illegal 
gambling, traffic in liquor, prostitution, pandering, porno
graphy, and obscene conduct. These operations should be capable 
of reducing the incidence of vice crimes and related criminal 
activity. 

1. Every police chief executive should establish written 
policies governing vice operations. These policies, consistent 
with existing statutes and within his discretionary aurthority: 

a. Should reflect community attitudes toward vice 
crimes, the severity of the local vict.: problem, and the 
effect of the vice problem on other local crime problems; 
and 

b. Should acknowledge that the patrol force is respon
sible for taking enforcement action against all vice vio
lations they see. 

2. Every police agency should assign vice operations 
specialists on a full or part-time basis, depending on the 
local problem . 

3. Every police chief executive should insure close 
coordination and continual exchange of information in matters 
of vice, narcotics and drugs, patrol, and intelligence opera
tions, and close liaison with other agencies conducting similar 
operations. 

4. Every police agency should provide vice operations 
with special funds, specialized equipment, vehicles, V1S10n 
devices, and any other physical support necessary to conduct 
effective vice operations. 

5. Every police chief executive should insure, through 
written policies and procedures, that every vice complaint 
received by his agency will be reduced to writing and investi
gated as thoroughly as possible. 

6. Every police chief executive should provide for the 
systematic rotation of personnel to vice operations to maintain 
the effectiveness and control of operations and personnel. 
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NAC COMMENTARY EXCERPTS 

Vice operations in many agencies include a wide variety 
of enforcement activities; the principal activities, however, 
are directed against illegal gambling, traffic in liquor, pros
titution, pandering, pornography, and obscene conduct, 

Vice enforcement poses special problems. First, these 
offenses involve a consensual act between the person that desires 
the service and the person who provides the service. In many 
jurisdictions the individual who seeks out or receives the 
illegal services is also violating the law. Second, community 
attitudes often reflect a high level of tolerance toward certain 
vice activities. Finally, syndicate crime is involved directly 
and indirectly in many vice crimes. 

Vice crimes are directly linked to other street crimes 
as well. For example, gambling is linked to loansharking, and 
prostitution is linked to robbery. The prostitute often works 
with organized "strong-arm" robbers or is herself an adept 
pickpocket. Her clients are commonly victims of these crimes. 
Due to embarrassment or threat of blackmail, victims of these 
associated crimes are reluctant to file police complaints. This 
makes the association difficult to document but not less real. 

After considering the community's attitude toward vice 
crimes, the police chief executive should establish written 
policy governing the agency's operational activities directed 
against vice crimes. This policy must be articulated to the 
community. ~ 

There are usually two conflicting pressures on law enforce- • 
ment agencies conceTning vice operations. Both originate within 
the community itself. One source of pressure) frequently from 
church groups, demands the eradication of all vice on the grounds 
that it is fundamentally evil. Counterpressure may come from 
the local business establishment, which may feel that less vice 
law enforcemEmt activity is good for business because it attracts 
additional business as well as visitors and conventions. 

An omnipresent external force, exerting legal and illegal 
influence toward easing vice law enforcement, is the group that 
makes the greatest profit from vice activities--organized crime. 

It is within this framework that the police chief execu
tive must establish and implement the vice operations of his 
agency. Enforcement policy should articulate the responsibility 
of the agency and provide direction for vice enforcement activi
ties. This policy also should clearly indicate that the patrol 
force has the primary responsibility for enforcing vice laws 
when, during the performance of their regular duties, they 
observe violations. 

Regardless of the size of the agency, it is undesirable 
to have all the sensitive units of any agency under the direct 
control of any single command officer other than the police 
chief executive. This is to avoid the danger of one corrupt 
person being able to destroy the effectiveness of the agency 
activities in all these areas. To reduce this possibility, 
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officers in the vice operation should be able to communicate 
with the chief executive if the necessity arises. 

Sensitive units--such as vice, narcotics, and intelli
gence--have a tendency to isolate themselves from other ele
ments of the agency and from each other, particularly in 
larger agencies. It is imperative that a continual exchange 
of information and coordination of effort be maintained be-
tween the vice operation and all other elements within the 
agency. Vice activities 'often are directly connected with 
narcotics abuse; robbery, theft, and similar crimes. Therefore, 
specialized elements should work as a team. Moreover t it is 
essential that the patrol force be used to suppress vice acti~ 
vity. Uniformed patrol officers can significantly deter offenses 
in areas of high crime incidence. This exchange of information 
and coordination of effort should also extend wherever practi
cable, to Federal, State, and county agencies with similar 
operations. 

Effective vice operations require informants, special 
equipment, and undercover and surveillance techniques that 
require special funds. The availability of special funds to 
purchase evidence is of paramount importance to an effective 
vice operation. The invitation to participate 'in a vice crime 
is usually conti:1gent upon the payment of funds by the pre
sumed customer. Funds must be available in sufficient quanti
ties to be used in on~going operations while funds used in 
previous cases are being held as evidence for court. Strict 
and COllfldential procedures for the disbursement and recovery 
of su~h funds should be implemented, maintained, and inspected 
con tinuous 1 v. 

Vice' operations also require special equipment, such 
i:t5 indepenuent c.ommun.ications equipment and special radio 
frequencies, nonpolice type vehicles~ day ~nd night vision 
devices, and other equipment, some of which ~hould be sub
miniature. 

Because the police chief executive is ultimately re
sponsible for vice conditions t"lithin the community, he must 
estabUsh policies that require each vice complaint received by 
the agency to be recorded in writing and investigated to the 
fullest extent possible. . 

Additionally, to insure that he is aware of the current 
status of vice activities within the community, the police 
chief executive or his designee should review all vice complaints 
as they are received~ 

ILLINOIS COMMENTARY 

The Standards and Goals Project Staff conducted a survey 
of police chief executives and criminal justice system practi
tioners. The survey asked respondents to rank 64 areas of police 
service to determine where effectiv.e change in existing practices 
could improve the delivery of police service in Illinois. Both 
groups ranked the area of vice operations close to the bottom 
of the list. It can be assumed, therefoTe, that respondents in 
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both groups feel that current police practices in vice contol are 
generally satisfactory to both the practitioner and the public. 
The police practitioners, however, voiced a compassionate concern 
for the police officer assigned to vice operations. ... 

It is this concern that caused the Committee to place .., 
emphasis on the need to rotate officers assigned to this func-
tion. Michael J. O'Donnell, Commander, Vice Control Division, 
Chicago Police Department, discussed this and the question of 
vice officer training in response to a Standards and Goals Staff 
query: 

Any formal training program set up for future vice 
officers will necessarily provide only the basic tools 
with which to operate in this specialized area of the 
law enforcement field. One officer may have a chemist's 
knowledge of narcotics but.never be able to talk his way 
into a "buy." Personality plus a determination to 
succeed are two essential elements every good vice man 
possesses. 

Vice work demands a special type of professional police 
officer who can withstand the constant pressure of night 
work, undercover activity, and the many hours of court 
time attendant thereto. It is especially difficult for 
the married police officer as a balanced homelife is 
next to impossible. A person in a command position has 
to be constantly aware of these pressures on his per
sonnel and must be perceptive to changes in personality 
and work habits of his men. When signs of apathy develop, 
the individual should be reassigned, 

Because the citizen is one of the best weapons that the 
police chief executives has in his battle against vice, citizen 
assistance should be marshalled to bridge the gap between reality 
and the law. As'pointed out by the NAC, this is not always an 
easy task. Community tolerances vary and too often the citizen 
fails to understand clearly the consequences of vice crimes. As 
stated by Commander O'Donnell: 

The "victimless crime" theory is given lip service by 
many who really see only the surface activity and fail 
to understand the ancillary problems they cause. Pros
titution and gambling are the hardest types of vice 
activities to control due to the fact that a large segment 
of our society gives tacit approval to the continuation 
of these activities. 

The police chief executive has a responsibility to arti
culate clear departmental policy governing vice operations. 
These policies then should be placed before the public via the 
media, eliciting citizen participation in reducing the opportunity 
for an. incidence of vice-related activities. The reaction, 

- 248 -



frankly speaking, may make or break a police chief executive; 
however, this professional action must be considered as a 
realistic placing of faith in the basic judgment of the public. 

The diversity of agencies and degrees of vice in every 
Illinois community makes this a broad standard. However II the 
low priority for change placed on vice problems should not 
engender citizen complacency, for as Commander OtDonnell con
cludes, "Vice, lik~ any cancer, will continue to grow quietly 
larger unless arrested." 
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ILLINOIS STANDARD 8,9 

NARCOTIC AND DRUG INVESTIGATIONS 

Every police agency should acknowledge the direct re
lationship between narcotic and drug offenses and other criminal 
activity, and should have available a narcotic and drug investi
gation capability based on that acknowledgment. 

1. Every police agency should provide fundamental narcotic 
and drug investigation training to every officer during basic 
training. 

2. Every police agency should cooperate in and~ where 
necessary, establish narcotic and drug abuse public awareness 
programs such as school system educational programs, civic 
group programs, mUlti-agency community programs, and Analysis 
Anonymous programs. 

3. Every police agency should assign personnel to full 
or part-time narcotic and drug investigation depending upon 
the local problem, Police agencies with limited resources should 
consider pooling personnel and other resources in multi-juris
dictional, full-time specialized narcotics law enforcement 
units of sufficient size to conduct effective narcotic investi
gations. The operations of these units should be directed and 
controlled by the police chief executives of the participating 
agencies. 

4. Every police agency should insure coordination and 
the continual exchange of information beteen officers in matters 
of narcotic and drug enforcement, vice enforcement, intelli
gence, and uniformed patrol. 

5. Every police chief executive should establish written 
policies and procedures requiring that every narcotic and drug 
complaint will be reported in writing and thoroughly investi
gated," 

6. Every police agency should provide narcotic operations 
with special funds and specialized equipment such as vehicles, 
electronic equipm~nt, and vision devices necessary to conduct 
effective narcotic and drug operations. 

7. The Illinois Department of Law Enforcement should 
develop the capacity to provide specialized narcotics investi
gation personnel and equipment to assist local police agencies 
(or groups of agencies) where effective narcotic investigations 
cannot be accomplished solely with local resources or where 
investigation indicates narcotic activity involving large, 
multi-jurisdictional areas. 
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ILLINOIS COMMENTARY 

The problem of drug abuse has achieved a position of 
prominence and concern over the past two decades, Without 
debating the sociological aspects of drug abuse, the fact 
remains that control of illicit drug use and transactions is 
a major responsibility of police agencies. 

NAC COMMENTARY EXCERPTS 

Whether the violation involves narcotics or drugs, whether 
they are addictive or non-addictive, money is involved. Narcotics 
and drugs must be purchased; the purchaser must have funds to 
obtain the contraband. 

Most illicit narcotic and drug abusers are not affluent, 
nor have they adequate funds to supply their needs or desires. 
The source of funds, particularly the addict's, must come from 
criminal activity. To satisfy his habit, the addict usually 
must steal goods worth at least five times what he pays for 
narcotics because fences of stolen property seldom offer more 
than 20 percent of retail value. 

There are clear indications that organized crime is 
involved directly ana indirectly in narcotics and drug traffic. 
The involvement is principally in the processing and importation 
of narcotics and drugs, primarily heroin. The activities include 
financing of major purchases and wholesale distribution. 

In addition to criminal acts committed to purchase nar
cotics and drugs, many criminal acts are committed under their 
influence. . 

The precise relationship between other criminal acts and 
narcotic and drug abuse violations is not known, but it has been 
established that the relationship is a factor in the total crime 
problem, from traffice violations to homicide. 

Narcotic and drug violations are committed throughout the 
country by persons of all races and ethnic backgrounds and from 
every economic stratum, including persons of all ages and both 
sexes. 

Narcotic and drug violations cannot be relegated to the 
narcotic specialist alone. Because of the inter-relationship 
between drugs and crime, every patrol officer deals with users 
of narcotics and dangerous drugs. Therefore, police training 
at the entry level should include the identification of behavior 
patterns of persons wryn are under the influence of various nar
cotics and drugs. Ofiicers should be familiar with the types 
of equipment used, body markings, and hiding places for drug 
paraphernalia. Officers also should be trained to conduct 
preliminary narcotic investigations that they can either com
plete themselves or that will aid the specialized personnel 
who complete them. 
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To the maximum extent possible, every police agency 
should actively participate in programs designed to make the 
community aware of the narcotic and drug problem and its effect 
on the total crime problem within the community. These pro
grams should be sponsored by local educational, business, 
professional, and social welfare organizations, both public and 
private. In communities where sponsorship cannot be readily 
obtained from these sources, however, the police agency should 
undertake it. 

Programs should be varied. They should be factual and 
oriented toward pr~vention and community awareness. 

These programs should be available to school systems and 
to civic and professional groups, particularly those involved 
in education and medicine. These programs are usually more 
effective when members of all law enforcement agencies--Federal, 
State, county, and municipal--participate to pTovide different 
insights. 

Every police agency should have a full-time narcotic 
and drug investigation capability. In smaller agencies, per
sonnel may be assigned on a need basis, or the narcotic and 
drug investigations may be consolidated with the vice opera
tions. 

This capability may be developed by several means, 
depending upon local problems and available resources. The 
agency may assign its own personnel and establish the function 
within the agency, or it may organize a task force consolidating 
the activities of several surrounding jurisdictions. 

Because of the close relationship among narcotic and 
drug violations, vice activities, organized crime, and predatory 
street crime, every pulice chief executive must implement pro
cedures for the continual exchange of information between con
cerned specialized elements and the patrol force. 

By being advised of problem locations, the patrol force 
can augment specialized units by concentrating their available 
patrol time in such areas. Patrol officers can be formally in
structed, by specialized inservice training, in the way their 
services can be of benefit to specialized units. 

Interagency cooperation is just as vital as intra-
agency coordination. City or.county boundaries should not hinder 
the pursuit of narcotics or dangerous drugs offenders. On many 
occasions, apprehension of narcotics violators requires an agency 
to cross geographical boundaries and enter another area of 
jurisdiction. Therefore, interagency cooperation is essential 
to insure continued pursuit and apprehension of suspected of-
fenders. .. 

To insure a sustained, effective effort in the investi
gation of narcotics and drug violations, every police chief 
executive should establish written policies and procedures 
governing his agency's investigation of these offenses. Every 
narcotics or drug violation report received by the agency should 
be written up and investigated as thoroughly as possible. Written 
records provide the means necessary to define patterns in drug 
traffic and to compile comprehensive files on known addicts 
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and users. The police chief executive and concerned specialized 
units should be supplied with copies of these reports in order 
to assess the magnitude of the current narcotic and drug problem. 

Through the circulation of the information, agency plan~ 
ners and managers are informed of the need to adjust manpower 
deployment or to create special task forces to cope with in~ 
ordinate narcotic, drug, or related crime problems. They can 
correlate increases in other offenses with increases in drug 
traffic. 

Continued analysis of individual, team, and unit enforce -
ment activities should be conducted to evaluate the effective
ness of the agency's activities in narcotic and drug investiga
tions. To provide for quantitative analysis of existing con
ditions, criteria should be selected to evaluate the scope of 
the problem, and the agency's progress toward its resolution. 
Such analysis is necessary to develop effective enforcement 
techniques. 

Narcotic and drug investigators often require special 
funds to purchase narcotics and specialized equipment for 
clandestine operations. 

Special funds must be available for the undercover pur
chase of narcotics and drugs. Initial purchases are made in 
small quantities for identification; this money is rarely re
coverable. Large quantity purchases should result in arrests 
and the recovery of the funds. Strict accounting and auditing 
procedures must govern the disbursement and recovery of these 
special funds. ~ 

Because of the unusual clandestine operations involved ,., 
in narcotics and drug investigations, specialized equipment 
including subminiature units, and special day and night vision 
devices are necessary. 

The amount of special funds and the amount and type of 
specialized equipment necessary to conduct effective narcotic 
and drug investigations will depend upon the extent and type 
of the narcotic and drug problem. 

ILLINOIS COMMENTARY 

Both the Operations Sub-Committee and the Standards and 
Goals Committee felt that the State of Illinois has a respon
sibility to aid local agencies in their war against narcotic 
and drug crimes. Without the State's assistance the problems 
listed below may never be solved: 

1. Local police are already known by the residents, 
therefore police officers cannot set up drug 
deals anonymously. 

2. Local police departments have obvious jurisdictional 
limits in dealing with area-wide drug problems. 

3. Local police departments usually have very limited 
or no facilities or manpower to handle drugs. 
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4. Smaller departments generally cannot afford to 
sacrifice a police officer to do undercover work-~ 
or have the funds to make large drug buys with the 
possibility of the funds not being returned to 
the department. 

The Committee concurred that one of the best available 
approaches to overcome these problems would be through State 
provision of specialized narcotics investigation personnel and 
equipment to assist local police agencies (or groups of agencies) 
where effecti'lre narcotic investigations cannot be accomplished 
with local resources. 
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XL~INOIS STANDARD 8.10 

INTELLIGENCE OPERATIONS 

Every police agency and the State of Illinois shoull!. 
main tain the capab~li ty to ga theT and evaluate information and 
to disseminate intelligence in a manner which protects every 
individual's right to privacy while it curtails organized crime 
and public disorder. 

1. The State should maintain a centra.l gathering, analy
sis, and storage capability) and intelligence dissemination 
system. 

a. Every police agency should actively participate 
in providing information and receiving intelligence 
from this system. 

b. Every police agency should maintain liaison with 
the State intelligence system. 

c. The State intelligence system should disseminate 
specific intelligence to local agencies according to 
local needs and should disseminate gen~ral information 
throughout the State. 

2. Every local agency should participate, wheTe appro
priate, in the establishment of regional intelligence systems. 
Every regional intelligence system should participate actively 
in the State system. 

3. The number of personnel assigned to intelligence 
operations should be based on local conditions. 

a. In small agencies the intelligence specialist 
should be required to take direct enforcement action 
only where limited agency resources make it absolutely 
necessary. In larger agencies the intelligence specialist 
should be required to take direct enforcement action 
only where a serious threat to life or property mak&s 
it absolutely necessary. 

b. TIle intelligence operation should include an 
independent and well-secured reporting and record 
system. 

4. Every police agency should insure exchange of infor
mation and coordination between the intelligence operetion and 
all other operational entities of the agency and with other 
gover.nment agencies. 

5. Every police agency should supply its intelligence 
operation with the funds, vehicles, vision devices, and other 
specialized equipment necessary to implement an effective in
telligence operation. 
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ILLINOIS COMMENTARY 

Intelligence operations in Illinois have generated an 
incredible volume of debates over the past decade. Without 
repeating the debates in detail it has become apparent that the 
public at large tends to have an inherent distrust of the term 
"Intelligence Operations. 1I Basically, it is felt that this 
distrust stems from a lack of public education concerning the 
function of intelligence operations as a bonified pOlice agency 
responsibility to assure community safety and security. This 
situation points out the need for police chief executives to 
insure that the public is aware of the purpose of intelligence 
operations and that those op~rations are in fact conducted in 
conformance with established law, policies, and community priori
ties. 

NAC COMMENTARY EXCERPTS 

Intelligence? in the police sense, is awareness. AWare
ness of community conditions, potential problems and criminal 
activity--past, present, and proposed--is vital to the effective 
operation of law enforcement agencies and continued community 
safety and security. 

Intelligence should be carefully guarded. Above all, 
every individual's right to privacy must be protected. Dis
semination of information on suspected offenders or of other 
intelligence that would not be admissible in court should be 
restricted exclusively to officers needing such information 
to achieve the goals of their police agency lawfully. Infor
mants should be secure in their anonymity and should be assured 
that their covert contributions will not be revealed. Specific 
safeguards should be built into the police intelligence ;system 
to prevent any information from being disseminated to unauthor
ized persons, or to any person for uses not consistent with the 
role of the police agencies maintaining or participating in the 
system. 

Intelligence activities must be continual, and they must 
constitute a system. When the system is effective~ it always 
produces action programs. 

The deployment of intelligence operations will be deter
mined, of course, by the activities that present a threat to 
the community. Operations may be concentrated on organized 
predatory criminal groups, or other groups that are violence
oriented or inclined toward activity that unlawfully disrupts 
the community and its citizens. The principal areas of concern 
are organized sy.n:'icated crime and public disorder. 

To provide comprehensive intelligence systems, the 
State should establish a statewide system of gathering informa
tion, analyzing and storing information, and disseminating 
in telligence. 
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The effectiveness of this system is dependent upon the 
active participation of all local law enforcement agencies. 
Every police agency that participates should assign at least 
one individual to be responsible for liaison with ,the State 
system and to receive all available training it supplies. 

The State systems should be responsible for evaluating 
information received from local agencies, storing it, and 
disseminating specific intelligence to local agencies on a 
need basis and general information throughout the State. The 
system should employ procedures that insure security and privacy. 

Often because of limited manpower in solving common 
problems, local agencies may choose to participate in regional 
intelligence systems. It is imperative that regional intel
ligence systems participate actively in the statewide system. 

The management, personnel, records, and operations of 
the organized crime intelligence organization should be separate 
from those of the civil disorder intelligence operation. Staff 
and records should be separate to assure the proper emphasis 
and integrity of each. Both intelligence operations should 
include a fixed staff element to provide for rapid analysis of 
important issues. The police chief executive should be advised 
and consulted regularly to facilitate the formulation of workable 
tactics to resolve crisis situations. 

Two current philosophies of intelligence operations exist. 
Under the first, which is enforcement oriented, the intelligence 
operation develops the case, makes the arrest, and follows through 
on the prosecution. Under the other, which stresses "pure" 
intelligence, the information is developed, evaluated, and 
delivered to the appropriate enforcement element of the agency. 

It is frequently charged, sometimes justifiably, that 
intelligence elements neglect to pass along information that 
could be valuable to other elements, particularly the patrol 
force. It is also true that intelligence operations are 
sometimes carried out in such isolation that only when they are 
concluded is it discovered that they were of little or no value. 
Too often intellig0nce operations become so enmeshed in the 
information gathering process that they omit evaluation and 
dissemination. 

The periodic publication and distribution of informational 
reports is an integral part of the intelligence function. LEAA's 
Police Guide on Organized Crime provides excellent insight into 
the role of the police officer -in combating organized crime. 
When the patrol force is kept informed through adequate communi
cation procedures, it frequently can provide the intelligence 
operation with valuable information. 

Coordination of efforts and exchange of information 
between a police agency 1 s intelligence operation and other 
governmental agencies with similar operational responsibilities 
increases operational effectiveness. 
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There is no known1 thoroughly reliable method for evaluating 
the performance of an intelligence operation. The criteria for 
other investigative performance techniques are not valid for 
intelligence. Invariably, when an attempt is made to evaluate 
the performance of an intelligence operation, members of the 
unit are divereted to tasks designed to prove that they are 
productive--such tasks as increasing the number of items of in
formation received and disseminated, or the number of cases 
developed, . 

Perhaps a valid measurement of the performan~e of an 
intelligence operation is whether it answers the following 
questions: Does the intelligence operation provide the police 
chief executive with useful intelligence in a timely manner? 
Does this intelligence form a foundation upon which he can 
implement effective action programs? 

The nature of intelligence operations requires that 
special funds and specialized equipment be available. Specialized 
equipment such as inconspicuous vehicles of fashionable design, 
in contrast to plain police vehicles, provide added security 
against detection by persons or groups being observed. Binocular 
viewing devices, suitable for both day and night observation, 
permit intelligence personnel to conduct surveillance from safe 
vantage points and to make reliable observations. Personal, 
portable radio transceivers facilitate communication with other 
field intelligence units as well as distant base stations. 

The amount and purpose of funds, and the type of specialized 
equipment required, will depend on the areasl"lhere intelligence _ 
operations are ass igne.d and the community conditions that require ,-
intelligence activity. State specialists should provide intelli-
gence operations where the local agency is without sufficient 
equipment or qualified personnel. 
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ILLINOIS RECOMMENDATION 8,11 

STANDARDS FOR JUVENILES 

The police of Illinois are experiencing significant 
difficulties in developing and implementing appropriate and 
effective policies and proced.ures relating to juvenile opera
tions. These difficulties spring from the lack of uniform 
definitive social/community standards for juveniles and their 
role/position in relationship to our system of government and 
law. The difficulties are further compoun'ded by the quality 
and complexity of legislation resulting from this lack of 
definitive standards. 

It is recommended, therefore, that the Illinois Law 
Enforcement Commission establish and fund a study group to 
discover and publish definitive statements articulating the 
role of the juvenile in society as it relates to the function 
of law enforcement, to develop model recommendations for Police 
Juvenile Operations policies and procedures and to recommend 
remedial legislatibn reflective of the definitive statements. 

The study group should include, at least, public re
presentatives, police representatives, elected officials, 
members of the legislature and educators. 

ILLINOIS COMMENTARY 

Police chief executives in Illinois--and indeed across 
the nation--find themselves presented with a problem which may 
not be within their capacity to solve. The problem, simply 
stated, is to deliver police services as they relate to juveniles 
in a way which meets with the approval of the society served by 
the police agency. 

Prpbably no area of police operatiGns has undergone the 
amount of review, revision, and innovation as has the area of 
juvenile operations. Decades ago society expected the police 
to act virtually as surrogate parents in 90-95 percent of cases 
invol ving juveniles. Wi th the exception of maj or criminal 
situations, which obviously require the insertion of the ju
venile into the formal criminal justice process, police were 
expected to be an extension of parental authority and guidance 
and had a large number of available alternatives to apply to 
the varying forms of juvenile behavior. Depending upon the 
circumstances, the alternatives ranged from a cautionary word 
to increasingly stringent actions including informal restric
tions on the juvenile's liberties reached in accord with the 
parents. 

The role of juvenile police operations today is far 
more complex and confusing. Society, in its efforts to insure 
equal treatment under the law, has too often followed the con
cept of "program solution" and has failed thereby te, satis
factorily articulate and address the problem of defining the 
juvenile's role within our system of government and society. 
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In the absence of definitive statements, articulated and supported 
by the community, police departments essentially are assigned the 
unenviable task of attempting to deal legally, morally, and 
expeditiously with juvenile behavior while knowing that the de
cision as to the propriety of their behavior will be an ex post 
facto decision. Further, the decision may be made on facts and 
circumstances completely unrelated to the juvenile's behavior 
or the circumstances surrounding his contact with the police 
department. Obviously, the police agency cannot intelligently 
and effectively implement the will of the community it serves 
until that community clearly defines the role of each of its 
citizens and provides direction and guidance to its police 
agency in the critical areas of police-citizen contact. 

The Standards and Goals Committe, in articulating this 
Recommendation, were completely aware of the difficulty in 
achieving the objectives set forth within the Recommendation. 
They recognized that there are strongly divergent philosophies 
on the role of the juvenile in our society today and that the 
problem is not an isolated one. Concern with the handling and 
processing of persons within the criminal justice system has 
occupied a prominent position in the minds of most of our citizens. 
The Committee belives, however, that society must fulfil its 
responsibility if effective police juvenile operations are to 
become an on-going reality. Further, the Committee strongly feels 
that the solution must encompass all segments of the criminal 
justice system which relate to juveniles if in fact a comprehen
sive and responsible methodology for dealing with juvenile citizens 
is to evolve. 

Essentially, attempts to improve the situation of a 
juvenile corning into ccntact with the criminal justice system 
have resulted in a wide range of sociological, psychological, 
and pragmatic decisions which are often in direct conflict 
with each other. 

It seems apparent that no segment of the criminal justice 
system can intelligently develop operational policies and pro
cedures for dealing with juveniles when the juveniles themselves 
have no clear understanding of their relationship to that system. 

Extensive experimentation has been conducted with OUT 
young people and the results have ranged from highly successful 
to tragic. In attempting to improve the position of the juvenile, 
society to a large extent hQ.s succeeded in creating a II non -
status" position for juveniles where they are neither fish nor 
fowl in the conventional sense of the citizen role in society. 
Entirely too much as been ~aid about what people must do with 
juveniles and entirely too little has been said concerni~g what 
juveniles--as practicing citizens within our society--must do 
to retain and fulfill the role of citizen. 
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It is not difficult to understand a juvenile's lack 
of concern for the victims of his behavior under certain 
circumstances. Under current Illinois law, victims of juvenile 
crimes may not be given the name of the person who victimized 
them. In a neighboring state, a judge recently gave a slap on 
the wrist to three juveniles who had raped a young girl, alleg
ing that the victim was probably the cause of the crime having 
been committed and that the three young sex offenders were being 
dealt with unfairly by society because they simply had responded 
to their animalistic urges, If the legislature and the judiciary 
can provide these kinds of statements and decisions relating to 
juvenile behavior, it is not difficult to understand the problem 
facing police departments in our State. 

The Committee, in asking for implementation of this 
Recommendation, is not asking that society conform to police 
operational procedures nor stating that the police themselves 
have the solution to the problem. Rather, it is recognized that 
the combined efforts of all agencies and organizations concerned 
with youth and all community and legislative resources must be 
applied to the juvenile problem, The establishment and funding 
of a comprehensive statewide study group to address the problem 
at the earliest possible opportunity is a necessary step toward 
providing the guidance and uniformity essential to youth and 
police alike regarding the role of the juvenile in society in 
relationship to our system of government and law. 
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ILLINOIS STANDARD 9,1 

USE OF PROFESSIONAL EXPERTISE 

Every police agency in the State of Illinois should 
immediately establish liaison with professionals outside the 
police service who have expertise that can contribute to effec
tive and efficient performance beyond the capabilities of agency 
employees. This liaison should include working relationships, 
as necessary, with: 

1. Medical professionals, particularly those with 
specific expertise in: 

a. Pathology; 
b. Gynecology; 
c. Psychiatry; 
d. Dentistry and orthodontics; 
e. Traumatic injuries; 
f. Medical laboratory technology; and 
g. Pharmacology. 

2. Business, trade, and industrial professionals, parti-
cularly those knowledgeable in: 

a. Banking; 
b. Bookkeeping and accounting; 
c. Labor relations; 
d. The local economy; and 
e. Local industry, business, and trades. 

3. Educational professionals, particularly those with 
expertise in: 

a. Elementary, secondary, and vocational education; 
b. The physical, natural, and behavioral sciences; and 
c. Research 

4. Behavioral science resources with expertise in: 

a. Personnel selection, vocational assessment, and 
career counseling; 

b. Teaching, training, and educational ~~ograming; 
c. Research; 
d. Management consultation; 
e. Personal problem counseling; and 
f. Specialist consultation. 

5. Members of the clergy. 
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NAC COMMENTARY EXCERPTS 

It is essential that the police agency assure that profes
sional assistance is available whenever it may be needed~ 

Police agencies should contact identified sources of pro
fessional expertise and establish on-going liaison with these 
sources. They should determine the conditions under which the 
services will be made available. In cooperation with the sup
plier of the services, police agencies should develop procedures 
to facilitate use of the services. pblice agencies should 
predetermine any costs for services, and where necessary, formally 
contract for services. 

ILLINOIS COMMENTARY 

In every profession situations arise that require expertise 
beyond the practitioner's professional capabilities. Police, 
particularly, arc likely to encounter circumstances in which 
specialized technical assistance is of critical importance. Police 
agencies cannot afford to wait until the situation arises to lo
cate competent sources of professional assistance. Immediate 
steps must be taken by every police agency to insure that such 
assistance will be available whenever needed. 

Discussions with Illinois police chief executives have 
revealed an awareness on their part of the importance of ob
taining professional assistance. However, commonly encountered 
problems in obtaining such assistance are the difficulty of lo
cating available specialists and the high cost of specialized as
sistance. The need for improvement in this area was ranked 
among the upper third of departmental needs in the Illinois 
"Police Chief Executive Survey" (see Appendix A). 

7 On closer examination, the problem may be not that afford
able expertise is lacking but that appropriate contacts have 
not been made. Nearly all police chiefs on the Extra-Departmental 
Relations Sub-Committee of the Illinois Standards and Goals 
project could cite at least one specialist living in close prox
imity to their agency who was either willing to or had in the 
past assisted their agency. Throughout Illinois there are many 
people who work as medical specialists, business experts, ed
ucators, clergymen, and so forth who might enjoy the opportunity 
to assist their local police but have never been asked and do 
not know how to properly offer their services. It is up to the 
individual police agency to identify and establish liaison with 
those civilian professionals who are willing to contribute their 
skills and knowledge to enhance police performance. 

Where police agencies have developed community resources 
(see Standard 3.1), the task of locating needed professional 
expertise is facilitated. An atmosphere of police-community 
cooperation and support may even prompt individuals or groups 
to contact the police to offer assistance. One example of such 
cooperation can be illustrated in Illinois. The Illinois 
Kiwanis Clubs, an organization representative of most community 
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professional and occupational groups, has adopted as their 
1977 theme, l'Lead the Way: Safeguard Against Crime." Under 
this theme, major emphasis is placed on lending community 
support and service to local police, In a letter to the 
Standards and Goals Committee, Charles W. Strand, President 
of the Rochelle, Illinois Kiwanis, expressed the Kiwanis' 
desire to unite their efforts with those of local law enforce
ment toward "a safe and progressive community." Illinois 
police agencies should follow up by tapping this willing source 
for obtaining outside professional assist~nc3 within their 
respective communities. . ' 

The group noted by Illinois police chief executives 
as providing the most frequent specialized assistance is the 
medical profession. Every police agency, undoubtedly; has 
occasioned the need for medical expertise. Medical profes
sionals are relied upon regularly to provide police assistance 
in investigations and for expert testimony in court proceedings. 
Their assistance is invaluable to police efficiency and 
effectiveness. No area of the medical field should be over
looked by the police agency as a possible source of needed 
expertise. 

One source for obtaining professional expertise that 
rarely is utilized to its maximum is the university. Within 
the university community there are exyerts representing such 
fields as psychology, sociology, comn'lUni ty services, education, 
research, management, behavioral science, economics, and 
countless others, An excellent example of a p;rogram that has 
established an on-going liaison between the police and university 
experts is the Cincinnati Police/University of Cincinnati . 
Consortium, This program utilizes university resourceS and 
personnel to assist in perfecting police operations and capa* 
bilities. The benefits of this program to the police agency 
are described in an article in The Police Chief. They include 
the folIOl'ling: 

1, Availability of Uni versi ty (~xpertise to conduct 
research into immediate police problems. 

2. A means of locating those experts best qualified 
to examine problems. 

3. A design of training programs to expand technical 
skills of police personnel beyond the boundaries 
of traditional police science. 

4. A bank of technical experts capable of teaching the 
required technical subjects. 

An important benefit to .the Uni versi ty, according to the 
article, is that "faculty members will derive personal satis
faction from acting as catalytic agents to create visible 
impro'Vemen ts and changes in an existing social system ... 11 The 
development of similar programs in Illinois could be used as 
a means of establishing needed liaison between police and 
specialists. 
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Finally? an are~ displaying an increased need for profes~ 
sional assistance for Illinois police agencies is that of labor 
relations. As stated in the Bureau of Labor Statistics publi~ 
cation Collective Bargaining Agreements for Po~ice and Firefighter~, 
"Because the outcome of negotiations between public safety per
sonnel and their employers is so critical to public order, it is 
essential that labor settlement be reached as quickly and peace
fully as possible." In the past, labor disputes involving 
Illinois police have been minimal; however, there is a growing 
trend, particularly in the northern half of the State, for police 
employees to organize and seek a place at the bargaining table. 

Unfortunately, during the brief history of the police labor 
movement in Illinois, certain disruptive events have occurred: 
court battles have been fought, employees have been fired or 
suspended for actions during labor disputes, and villages and 
police have charged one another with irresponsibility and un
responsiveness to the other's needs. Such occurrences detri
mentally affect departmental efficiency and effectiveness as 
well as spark public criticism of the police. To mitigate the 
effects of labor-management negotiations, all police agencies 
should establish liaison with an outside specialist in labor 
relations. This individual can educate the parties involved, 
relate their situation to similar ones, and serve as a catalyst 
for quick and quiet settlement of any disputes and an acceptable 
employment package for employer and employee alike. 

Identifying what professional skills and knowledge are 
needed and who to establish liaison with to obtain them is not 
a simple task for many police agencies. The professional groups 
and sub-groups listed in this standard where developed to pro
vide direction for individual Illinois police agencies in their 
efforts to improve and enlarge their present capabilities. The 
list should be expa!lded as appropriate to keep pace with advances 
in technology and methodology. 
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ILLINOIS STANDARD 9.2 

LEGAL ASSISTANCE 

Every police ~gency in the State of Illinois should 
immediat~ly acquire the legal assistance necessary to insure 
maximum effectiveness and efficiency in all of its operations 
within the limitations of their departments. 

1. Every police agency should make maximum use of the 
offices of its city attorney or county attorney, the county 
prosecutor, and the State attorney general, to acquire the 
legal assistance it needs. If it is necessary to provide legal 
assistance supplementary to these sources, a police legal ad
viser should be employed. 

2. Every agency should obtain legal assistance in all 
agency operations where needed. This assistance may include: 

a. Provision of legal counsel to the police chief 
executive in all phases of administration and operations; 

b. Liai~on with the city or cOllnty attorney, the county 
prosecutor, the State attorney general, the United States 
attorney, the c~urts, and the local bar association; 

c. Review of general orders, training bulletins, and 
other directives to insure legal sufficiency; 

d. Advisory participation in operations where diffi
cult legal problems can be anticipated; 

e. Attendance at major disturbances--and an oncall 
status for minor ones~-to permit rapid consultation re
garding legal aspects of the incident; 

f. Participation in training to insure continuing 
legal training at all levels within the agency; 

g. Drafting of procedural guides for the implementa
tion of recent court decisions and newly enacted legis
la.tion; 

h. Provision of legal counsel for ad hoc projects, 
grant proposal development, and special enforcement 
problems; 

i. Case consultation with arresting officers and 
review of affidavits in support of arrest and search 
warrants in cooperation with the prosecutor's office; 

j. Rapid response capability to provide legal assistance 
in a developing investigative situation. 

3. Every police agency where practicable should establish 
and fund a police legal unit with at least one attorney as a 
full-time legal adviser or part-time legal advis;/..;,r. 

~ 271 ~ 



a. The size and compos~tion of the legal unit should 
be proportionate to the size of the agency and the com
plexity of the legal assistance task. 

b. Use of the services of a multiagency or a State 
police legal unit should be considered as an alternative 
whenever a legal unit cannot be funded by the agency_ 

4. Every police agency police legal adviser should be an 
attorney licensed by the Illinois State Bar Association. 

5. Every police agency employing a legal adviser should 
provide in the assignment of his duties that he not: 

a. Prosecute criminal cases covered under Illinois 
State Statutes; 

b. Make administrative or command decisions concerning 
which cases are to be prosecuted or what charges are to 
brought; 

c. Be assigned tasks unrelated to the legal assistance 
function that would interfere with performance of that 
function. 

6. Every police agency employing a legal adviser who also 
engages in private practice should insure that he does not per
sonally represent criminal defendants or defendants arrested by 
the employing agency, bring a claim against a governmental agency 
he represents, accept private employment that necessitates pro
curing police officers as witnesses or using police information, 
conduct private business in an office located in a police station, 
or privately represent any police union or agency employee or 
employee organization. 

NAC COMMENTARY EXCERPTS 

Police, because they enforce the law, are particularly 
obligated to operate in complete compliance with the directives 
of the law. Law enforcement agencies often need supplemental 
legal assistance to function effectively, because of the number 
and frequency of judicial decisions, the heavy caseloads and 
diverse duties of county prosecutors and city attorneys, and 
the ever increasing complexity of the law enforcement function. 

ILLINOIS COMMENTARY 

In today's complex society a police agency without access 
to legal assistance is like a doctor without his stethoscope. 
When a police officer makes an arrest, gathers evidence, or 
obtains a confession, for example, his actions are subject to a 
plethora of judicial and legislative restrictions; if his 
judgments are to stand up in court he must be equipped with 
competent legal advice. 
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The need for legal assistance within a police agency 
is not limited to the ftffictions of the individual officer; 
nor does it diminish with time. Because of its ever"present 
nature and its effect upon total agency operations 1 legal 
assistance should be available to every police agency au an on
going basis. 

Legal assistance for most police agencies is provided, 
technically, by either the city attorney or prosecuting attorney. 
Although both are willing to assist the police, each is faced 
with other primary responsibilities and can afford to devote 
only limited time to police matters. The situation is described 
aptly in an article appearing in Law Enforcement entitled "The 
Police Legal Advisor--Is He Needed In Your Department?": 

First, the city or county attorney is usually responsible 
only for giving legal advice in civil cases .... 

Second, the duty of the city or county attorney is not 
confined to representing the police department .... Thus 
the police department, in its need for legal represen
tation, may find itself standing in line with other 
departments .... as well as with the mayor and city 
council .... 

Third, in regards to the prosecuting attorney, recogni
tion should be given to the fact that his primary respon
sibility is to represent the people of his county or 
circuit in the prosecution of criminal cases ••.. American 
prosecutors and their assistants are usually understaffed 
and underpaid .... 

These statements are largely representative of the sit
uation in Illinois. How, then, can Illinois police agencies 
acquire the legal assistance they sorely need? This question 
was discussed at length by the Illinois Standards and Goals 
Commi ttee me:mbers. It was pointed out that most Illinois police 
agencies are too small to justify and afford a full-time legal 
advisor. According to the International Association of Chiefs 
of Police Guidelines for a Police Legal Unit, there should be 
one legal advisor per 500 employees. The Law Enforcement 
Assistance Administration at one time funded legal advisor 
programs for agencies of 200 men or more. However, if ~ither 
of these figures were to be used as the criterion for justifi
cation of legal advisors, only a handful of Illinois police 
agencies could justify a legal advisor. 

Perhaps, as Illinois police chief executives pointed out, 
the determinant should be commensurate with agency need rather 
than size. On this basis, most Illinois police agencies would 
require the services of a part"time-on-call-basis legal advisor 
who would provide legal assistance to no other city or county 
department .. The police legal advisor would not replace the 
services of the city attorney or prosecutor but, rather, would 
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supplement these services. Such an arrangement would not only 
lighten the work loads of both the city attorney and the prose
cutors, but also would furnish needed liaison between their 
offices and the police agency-~increasing the efficiency and 
effectiveness of all parties involved. 

Nevertheless, it is hard to convice budget conscious local 
officials to fund police legal advisors. One reason for their 
lack of receptiveness to police legal advisor programs is that 
few police agencies presently have rJlice legal advisors. Ac
cording to an article in a September, 1969 issue of The Police 
Chief, there were only 14 full-time police legal advisors in 
1967. and only 18 in 1969. The IACP Guidelines for a Police 
Legal Unit indicates that by 1971 the number of police legal 
advisors had grown to over 100; however, this figure still re
presents only a handful of the nationts thousands of police agencies. 

In Illinois the situation is much the same. Although 
the Legal Advisor Training Program at Northwestern University, 
a cooperative program between Northwestern University and the 
Chicago Police Department, has promoted the concept of police 
legal advisors since it was begun in 1964, and the Illinois Law 
Enforcement Commission has funded approximately five legal 
advisor programs since its inception in 1968, the majority of 
Illinois police agencies. do not employ police legal advisors. 

In view of the lack of sufficient illustrative programs, 
a far more persuasive argument for convincing local deciSion
makers of the need for police legal advisors is a dollar-and
cents comparison between the cost of police legal assistance 
and that of a successful judgement against the city or county 
or its police agency stemming from the lack of readily avail
able legal assistance. 

Those outside the police agency need only browse through 
several issues of publications such as the Police Employment 
Litigation Digest to realize the magnitude and urgency of legal 
problems facing police agencies. Whether they are one-man or 
one-thousand-man agencies, every police agency needs a legal 
advisor who is specially versed in the problems of a police 
agency and who is readily available to meet the agency's re
current legal needs. 

In determining the precise duties of a police legal 
advisor, every police agency must carefully consider the nature 
of its individual operations and organizational structure. How
ever, the types of legal assistance that should be provided in 
all police agencies are listed in the standard statement. 

It was strongly emphasized by Illinois police chief . 
executives in the Standards and Goals Committee discussion of 
this standard that police l~gal advisors should not be involved 
in certain activities that would detract from their effective
ness or usefulness to the department in more important matters. 
of counsel. These include prosecuting criminal cases, making 
administrative or command decisions concerning which cases are 
to be prosecuted or what charges to be brought, and performing· 
agency tasks unrelated to their legal assistance function. 
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Of equal concern to Illinois police chiefs was the 
subject of secondary employment for police legal advisors. 
While not specifically prohibiting police legal advisors from 
engaging in private practice, it was felt that restrictions 
in this area should be imposed to protect the best interests 
of the employing police agency. These restrictions are set 
forth in Item 6 of the standard statement. Concisely, they 
cover those personal legal activities where a possible conflict 
of loyalties could result. 

The benefits of police legal advisors cannot be under
estimated. His assistance affects all personnel and operations 
of the police agency. The police chief executive is better 
able to carry out his administrative responsibilities and can 
be more effective in his position of command when he knows his 
decisions will stand the test of law. 
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ILLINOIS STANDARD 9.3 

MANAGEMENT CONSULTATION AND TECHNICAL ASSISTANCE 

The State of Illinois should immediately establish a 
police management consultation service to make technical 
assistance available at no cost to every police agency within 
the State. 

1. The State of Illinois should provide technical as
sistance teams capable of conducting an evaluation of an entire 
police agency or of a specific division or operation thereof, 
analyzing its effectiveness, and making recommendations for 
improvement. 

2. The State of Illinois should make this service avail
able only upon the request of the chief executive of the police 
agency and/or the chief administrative officer of the local 
governmental jurisdiction to receive the service. 

3. The technical assistance team should submit written 
reports of its findings, together with its recommendations for 
improvements, to the police chief executive of the agency and 
to the chief administrative officer of the local governmental 
jurisdiction . 

NAC COMMENTARY EXCERPTS 

The police agency that retains obsolete organizational 
structure, management techniques, or operational procedures, 
cannot render effective police service to its community. Many 
police agencies, under the leadership of progressive chief 
executives and through the effective use of internal resources-
staff inspection, planning units, research and development, and 
general input from agency personnel--have made substantial pro
gress in identifying the needs of their agencies and in imple
menting the changes necessary to satisfy them. Although the 
police can justifiably take great pride in accomplishments of 
recent years, far too many agencies continue to operate as they 
have for years without adequately adjusting to the change taking 
place around them. 

Every police agency, large or small, should see itself 
now and then through the -eyes of an obj ective, competent out
sider. This can best be done by having an outside consultant 
conduct an in-depth evaluation of the effectiveness and effi
ciency of each component of the agency. The outside consultant-
responsible neither to those in command within the agency being 
studied, nor responsible for its operation--is in a position 
(not unlike that of the internal staff inspector} to conduct 
an objective survey and to make objective evaluations and 
recommendations. ' 
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ILLINOIS COMMENTARY 

The complexity and d~versity of modern day police opera
tions require an increasingly high level of management skills 
and knowledge. While some police agencies have managed to keep 
pace with the demands of changing society and new technologies, 
most agencies lack sufficient inhouse capabilities and resources 
to update their performance accordingly. The result is often a 
fragmented functional approach that reduces police efficiency 
and effectiveness. 

The existing realities of policing in Illinois preclude 
the development of adequate internal capabilities for evaluating 
depa~tmental efficiency and effectiveness for nearly 70 percent 
of Illinois police agencies. To make matters worse, these 
agencies are those most likely to need technical assistance and, 
at the same time, least likely to have funds available for out
side consultant services. 

If a uniform degree of police efficiency and effective
ness is to be evidenced in Illinois, provision must be made to 
enable every police agency to receive competent management tech
nical assistance at no cost. The State should assume the key 
role in implementing this standard by establishing a state
supported police management consultation service. 

Obviously, to be effective, the state agency established 
must be staffed with specialists in all areas of police opera
tions. In addition, it is important that the technical assistance 
staff have a thorough knowledge of police structure and opera
tional requirements in Illinois. As pointed out by Illinois 
Association of Chiefs of Police President William O. Brey, in 
an article in the Illinois Police Association Official Journal: 

For a long period of time many of the more progressive 
Chiefs of Police in Illinois had seen management studies 
conducted by persons who were sometimes not knowledgable 
and who produced information and studies which did not 
necessarily meet the needs and were not always suitable 
for the problems of law enforcement of the various 
agencies in Illinois. 

To further insure that the services provided by the state 
management specialists meet the needs of the police agencies 
served, it is recommended that legislation be enacted to provide 
for the establishment of a complementary Police Management Advisory 
Board. Members of this advisory board should be expert police 
practitioners representative of city, county, and State agencies. 

It should be emphasized that the role of the state manage
ment agency is to meet police agency needs which the agency is 
unprepared to handle itself; it is not .intended to be a sub
stitue for local resources. Where local resources are inadequate 
to satisfy the needs of a department l . the police chief executive 
and the chief administrative o~ficer 6f the local governmental 
jurisdiction should request technical assistance from the state 
management consultation agency. 
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Because local,government has a vested interest in the 
efficiency and eff~ctiveness of its police agencYj and because 
local governmental support and cooperation are vital to the 
success of every police agency, it is important that its chief 
administrative officer take an active role in both the decision 
to request state technical assistance and in the implementation 
of recommendations resulting from the sta.te evaluation. 

Through the combined efforts of police agencies and state 
and local government toward implementing this stahdard, higher 
levels of police service can result statewide. Not only would 
technical management assistance be Illinois-specific but it 
would be uniformly applied, fostering interagency communication 
and coordination. 

To date Illinois has gone only half way toward implement
ing this standard. Recognizing the need of Illinois police 
agencies for effective technical assist~nce, the Illinois Law 
Enforcement Commission granted monies ~o the Illinois Associa
tion of Chiefs of Police in 1972 to establish a police service 
bureau. In an article appearing in the Illinois Police Associa
tion Official Journal, its director, John D. Madl, stated that 
the Police Service Bureau was established to "foster and enhance 
the professionalization of the Illinois law enforcement com
munity." 

The accomplishments of the Bureau have been creditable 
and attest to the needs of Illino'is law enforcement practitioners. 
In a three-year period, with a maximum staff of five, the Bureau 
completed .9 3 maj or proj e cts. But this was just the tip of the 
iceberg; many police agencies badly needing assistance could 
not take advantage of the Bureau's service because necessary 
local matching funds were unavailable. Under Illinois Law 
Enforcement Commission guidelines the Bureau is required to 
charge a fee for its services. 

In 1976 attempts were made to establish a new state 
bureau to provide management and technical assistance to local 
police agencies. While initially unsuccessful, the commit
ment by practitioners was undaunted and a renewed effort to 
this end was initiated. 

During 1977 proposed legislation that would create a 
Bureau of Local Assistance under the Illinois Department of 
Law Enforcement was prepared and is presently under considera
tion. The proposed agency would do what is being done now by 
the Police Service Bureau, but at no cost to the requesting 
agency. 

REFERENCES 

1. Brey, William 0., "The Police Service Bureau - Hope 
for the Future," Illinois Police Association Official 
Journal, Elmwood Park, Illinois, Volume 29, Number 5, 
October, 1976. 

2. Madl, John D., "Police Service Bureau," Illinois Police 
Association Official Journal, Volume 27, Number 33, 
June 1974. 

- 279 -



3, Extra-Departmental Relat~ons Sub-COJ1lm~ttee Meeting 1 
January 12, ]977 1 BlQom~ngton~ Ill~nQ~s, 

4. Standards and Goals CQmm~ttee Meeting, Rosemont~ 
. Illinois> February 171 1977. 

5. National Advisory Commission on Criminal Justice 
Standards and Goals,PoTice, Superintendent of Doc
uments, U. S. Government Printing Office, Washing
ton, D.C., 1973, (Standard 11. 3). 

~ 280 -

e 



ILLINOlS RECOMMENDATION 9.4 
, I....; ,. , 

THE POLICE AND THE MEDICAL EXAMINER 

Professional law enforcement associations should endorse 
the concept of the Medical Examiner and should work actively 
with citizens and appropriate legislative bodies to seek the 
referenda necessary to establish the position of the Medical 
Examiner in each county. The function and authority of the 
Medical Examiner should be specifically limited to the deter
mination of cause of death and such subpoena powers as may be 
necessary to determine cause of death. Statutes conferring the 
power and authority of the office of Sheriff upon Coroners or 
Medical Examiners should be repealed. 

NAC COMMENTARY EXCERPTS 

In nearly all States, the medical examiner or coroner has 
been given official investigative responsibilities in all cases 
of sudden, violent , unattended, or unexplained deltths. It has 
long been recognized, however, that the office of coroner has 
outlived its historic purpose: the assurance that the investi
gation of suspicious deaths would be handled free from political 
influence. Nearly two-thirds of the States have either elimin
ated the office of coroner in favor of a medical examiner system, 
or enacted legislation permitting such action by local option. 
The Advisory Commission on Intergovernmental Relations has 
recommended " .... that States abolish the office of coroner" and 
" .... enact legislation requiring the medical functions of the 
coroner be exercised by an appointed local medical examiner .... " 
(State-Local Relations in the Criminal Justice System, August 
1971). The need for maximum professional medical assistance to 
the police in this area is so critical that police agencies 
should support, if not initiate, efforts to bring about such 
changes. 

In the better organized systems, now usually called 
medical examiner systems, there is broad scale investigation. 
(Some coroner systems are equally up-to-date.) Medical per
sonnel are included at the scene; develop the medical history 
of the deceased, including the details of how and when injuries 
were sustained; and chart the course of hospitalization if the 
victim was not killed outright. There is also the postmortem 
examination with necessary microscopic, toxicologic, and other 
special studies. Although the medical examiner's office may 
conduct its own toxicologic analyses on specimens of the various 
organs, materials arising from autopsies--fingernail scrapings, 
hair, or other items"-are frequently transmitted to a criminal
istic laboratory for further examination and appropriate feed~ 
back to 1~ used by the medical examiner. Finally, the examiner 
reaches a conclusion as to whether the death was homicidal, 
suicidal, accidental, or natural and prepares an opinion to 
support this conclusion. 
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Regardless of the final conclusion as to ty~e and c~use 
of death, it is essential that there be a strong llaison between 
the police investigators and the medical examiner throughout the 
entire investigation of the sUdden death case, 

In the event of a homicide, where a suspect is taken into 
custody and charged, the medical examiner will be called upon to 
testify as an expert for the State in preliminary hearings, grand 
jury proceedings, and the final trial. His testimony as to his 
factual findings is critical in establishing the corpus delicti 
in most homicide cases; based upon his skill in pathology and 
his experience in investigation of sudden and violent death, 
his opinions may be used to help establish such things as the 
metho,d of attack and type of weapon used. 

lntheevent of a fatal traffic accident, the accident 
inves tiga tor mus t fl.irnishdetails of the accident to a pa tholo
gist who will correlate his £indinKs with the e\'en ts at the 
scene. The pathologist in turn mus~pTovide the investigator 
with information from the postmortem examination: presence of 
alcohol in the blood, disease conditions that might disable a 
driver suddenly and lead to an accident, or details of injury 
that indicate area of impact within the car. Through such 
cooperation, the team of police investigator and medical ex
aminer can accurately determine the cause of the accident and 
contributing factors. 

Even in the event of sudden deaths that ultimately are 
determined to be suicidal, accidental, or natural, the police 
investigator ma\king the preliminary investigation is as much in 
need of the assistance of the patholqgist to help rule out the 
probability of homicide as he would be to establish it. That 
no crime was committed does not necessarily mean police re
sponsibility ends. The police investigator as well as the 
pathologist may be concerned in court with accidental deaths, 
workmen's compensation claims, the settlement of estates, and 
a variety of insurance problems. 

Police investigating reports of missing persons must 
also maintain continual liaison with the office of the medical 
examiner to assure the identification of bodies that might 
otherwise never be identified. 

The liaison b~tween the police and the medical examiner 
is so important that arrangements should be made for the medical 
examiner to participate in police training. Wherever possible, 
he should be used in: 

1. Preservice training--instruction in the laws of his 
office and how the system works; 

2. Investigators' training--instruction in the medical 
aspects of homicide investigation; 

3. Accident investigation instruction in details of 
injuries typical of traffic accidents, what can 
be determined from them~ and the problems of natural 
disease that can cause or contribute to accidents; and 
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• 4. The crim.~l'lalistic laboratory ... - instruction parti
cularly in areas where' the criminalistic labora .. 
tory assists in the handling of the evidence of 
toxins and the in terpreta tions of such findings. 

Tne police should also encourage the medical examiner 
to conduct training sessions with prosecuting attorneys and 
judges in order to acquaint them with medical testimony. 

JLLINOIS COMMENTARY 

In Illinois the coronel' is charged with the duty 
of inquiring into the cause of death when the cir
cumstances are suspicious, obscure or mysterious. 
Aside from the broad guidelines set forth in statutes; 
little is known of how the o'ffice actually func.tions. 
(An inquest on the .,Iok CO\lnty Coroner, 1971) 

The above statement reflects a serious concern of Illinois 
police. The investigative powers of the coroner outreach those 
of any sheriff, yet this position often is filled by persons 
with little or no legal 01', in fact, medical expertise. Visible 
functional procedures and controls also are lacking in many 
instances. Undoubtedly, some coroners are well motivated and 
work diligently to the degree of their abilities; but in an 
age requiring highly specialized skills, it is paradoxical 
that such great responsibilities and extensive powers as those 
prescribed in Illinois statutes are granted with no regard to 
commensurate professional expertise. 

To illustrate, Illinois statutes state that the coroner 
must make a preliminary investigation of sudden or violent 
death, maternal or fetal death due to abortion, death where 
addiction to alcohol or to any drug may have been a contributory 
cause, and death where the decedent was not attended by a li
censed physician. Addtional examples of the responsibility 
and powers delegated to the coroner can be seen in the follow
ing excerpts from the Illinois Revi~ed Statutes: 

Each coronel' shall be conservator of the peace in 
his county, and in the performance of his duties 
as such, shall have the same p~ders as the sheriff 
(Chapter 31, §6). 
Where the office of the sheriff is vacant, the 
coroner of the c04nty shall perform all duties 
required by law to be performed by the sheriff, 
and have the same powers, and be liable to the same 
penalties and proceedings as if he were sheriff, 
until another sheriff is elected or appointed and 
qualified (Chapter 31, §9) • 
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The Statutes further state that where there is no coroner 
the sheriff, sheriff's deputy, or police officer shall act in 
his stead. Division of investigative authority between the police 
and the coroner can impede legal progress, especially in a homo
cide investigation. Furthermore, the present situation creates 
a conflict in terms of the handling and custody of evidence. For 
the police agency, what is important is simply what caused the 
death. Therefore the office of coroner should be replaced by 
that of a medical examiner system, and the function and authority 
of the medical examiner should be limited to the deteimination 
of the cause of death and those subponea powers necessary to 
determine the cause of death. 

Police and states attorneys rely on the physical evidence 
and testimony of "expert" witnesses. A medical examiner can fill 
this need; a coroner, who has primary employment of a non-medical 
nature, cannot. Police must endorse the concept of the medi~~" 
examiner in every Illinois county to maximize the benefits of 
professional medical expertise in this area. 

Establishing the office of a medical examiner is not a 
new desire in Illinois. Efforts were made at the 1970 Consti
tutional Convention to eliminate the office of coroner. While 
the effort did rlOt succeed, a compromise was reached whereby, 
according to State statute, counties may hold a referendum to 
eliminate the office of coroner and replace and transfer its 
duties as specified by "resolution or proposal." Local support 
for such a referendum should be sought by every police agency. ~ 

It is also recommended that efforts be made by police .., 
to seek deletion of those sections of the Illinois Revised 
Statutes that bestow police powers on coroners and coroners' 
powers on sheriffs or police. This statutory change could be 
effected by means of an Amendment to the State Constitution. 
Professional law enforcement associations should be the pro-
ponents of such an Amendment. 

Progress toward total professionalization of Illinois 
law enforcement demands active efforts by its practitioners 
to effect change. Tradition must be replaced by advances-
advances not only in the methods of organization, management, 
and operations, but also legislative advances to promote the 
betterment of law enforcement. Thus, local police and pro
fessional law enforcement associations throughout the State 
should dedicate serious efforts to seeking the proper legisla
tive tools for full implementation of this standard. 
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ILLINOIS STANDARD 10.1 

THE EVIDENCE TECHNICIAN 

The State of Illinois and every police agency should 
acknowledge the importance of efficient identification, col
lection, and preservation 6f physicalev.idence ; its .accura tie 
and speedy analysis; and its proper presentation in criminal 
court proceedings. These are essential to professional crim
inal investigation, increased clearance of criminal cases, 
and ultimately, the reduction of crime. Every agency should 
have access to specially trained personnel to gather physical 
evidence 24 hours a day. 

1. Every police agency immediately should consider the 
use of specially trained regular patrol officers for the lo
cation, collection, and preservation of physical evidence. 

2. Every police agency with adequate personnel should 
consider immediately the use of specially traine.d evidence 
technicians to locate, collect, and preserve physical evidence 
at crime scenes and to deliver such evidence to the appropriate 
laboratory facility. These technicians may partially or en
tirely eliminate the need for deployment of specially trained 
regular patrol officers in gathering physical evidence. 

3. Every police agency should insure that all incoming 
sworn personnel receive basic training in evidence-gathering 
techniques to develop the agency's capacity to ret.rieve and use 
any physical evidence present at the scene of a criminal in
vestigation. Every sworn officer should then be held respon
sible for evidence collection in cases where an evidence tech
nician or a specially trained patrol officer is not available. 

4. Every police agency with adequate resources should 
maintain a mobile evidence-collection van containing equip
ment for securing and illuminating large crime scene areas and 
for storing and preserving physical evidence. The van should 
be staffed by qualified evidence technicians and should be used 
for major occurrences. . 

5. Every police ~gency should be responsible for its 
own crime scene searches and should immediately insure that 
all crime scenes axe thoroughly examined for phYsical evidence, 
and that all evidence collected is submitted to the appropriate 
laboratory facility for analysis. 

6. The State of Illinois should provide specialized 
training for local evidence technicians on a centralized or 
regional basis in order to achieve a statewide level of pro~ 
ficiency in the collection of physical evidence. 
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NAC COMMENTARY EXCERPTS ~ 

The ability of a police agency to gather, presarve, and 
use evidence recovered during the investigation of a crime is 
often the determining factor in the success or failure of a 
criminal prosecution. It seems logical to place this function 
in the hands of a person with the expertise to perform such 
duties. 

Small agencies or agencies with critical manpower shortages 
will have difficulty in deploying evidence technicians on a full
time basis. All agencies should consider the use of regular patrol 
officers in the evidence-gathering function. Certain patrol 
officers should be selected according to their interests or 
abili ties and given more intensive training in techniques of crime 
scene investigation and evidence collection. Upon completion of 
training, these officers should be deployed as regular patrolmen 
but should be available as needed for crime scene searches. To 
prevent a loss of patrol man-hours, these officers should engage 
in their specialized function for no more than 25 percent of their 
on-duty time under normal circumstances. The remainder of theilir 
duty tour should consist of regular patrol function. Agencies 
employing such a system should deploy these specially trained 
officers to insure their availability on a 24-hour basis. 

A technician-patrolman offers many advantages to an agency. 
There is better use of time because the officer is always engaged 
in patrol ~utibes unless called to a crime scdene. hThefre is qUibCker r~ 
response t1me ecause he is already deploye in t e ield. La - .., 
oratory experts need be called to crime scenes only if the in-
vestigation is beyond the scope of the technician-patrolman, thus 
saving laboratory nan-hours. As a training tool, such an assign-
ment prepares the patrolman for investigative work. The nature 
of his duties also gives him the opportunity to promote a positive 
public relations image. 

Larger and more specialized agencies may be able to employ 
full-time evidence technicians. It may be more economical for 
a larger agency to train and deploy two or three full-time evidence 
technicians than to engage eight to 12 patrol officers in such 
duties on a part-time basis. A full-time evidence technician 
should receive extensive technical training because his sole func
tion will be the location, collection, and preservation of physical 
evidence. His responsibilities will also include the delivery of 
evidence to the appropriate laboratory for analysis. A sufficient 
number of full-or part-time technicians should be available to 
provide 24-hour coverage of field operations. 

Adequate training and use of the evidence technician may 
minimize or eliminate the need for specialized deployment of the 
regular patrolman in gathering eyidence. However, the regular 
patrolman always will be involved because gathering evidence is 
fundamental. In agencies where there are full-time technicians, 
the technician patrolman may be used to supplement them. 
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While the development of an evidence technician program 
is essential in upgrading the level of police investigations, it 
is in no way a panacea. There will be times when a technician 
or specially trained patrolman is unavailable to respond to a 
crime scene. The quality of the investigation may then depend 
upon the ability of the officer assigned the call. If he is 
familiar with evidence-gathering techniques, he may help bring 
the case to a speedy solution. If not, valuable evidence may 
be overlooked, tainted, or lost, and the case never so~ved. 

To minimize the likelihood of evidence destruction or 
contamination, all sworn personnel should undergo some type 
of formalized training in evidence-gathering techniques. This 
training should be included in the recruit training curriculum 
to insure that all officers have such knowledge ~len they 
begin field assignments. In the absence of an evidence tech
nician, the officer responding to the scene would then be 
capable of assuming responsibility for the preservation, 
collection, and disposition of evidence. 

If left to the discretion of each police agency, the 
expertise of evidence technicians will vary drastically de
pending upon the quality of the agency's training curriculum. 
To be sure of a consistent and adequate level of performance, 
local technicians should receive similar training. This can 
be accomplished by establishing regional training centers. 

Probably the mO$t sophisticated evidence collection 
available to any agency is assisted by the mobile evidence 
van. This vehicle should contain all the equipment necessary 
for conducting a thorough investigation over a large crime 
scene area. It should be capable of immediate response to 
a given location and should be equipped to handle any type of 
major crime. It should.be able to provide illumination over 
a large area and to preserve various items of physical evidence. 

It should be understood that the evidence van will not 
function as a "rolling crime lab." Most items of evidence 
will still be taken to permanent facilities for analysis. 
However, the van ought to have the capability of performing 
routine field analyses such as positive-negative narcotic 
examinations and breath alcohol examinations. 

Every police agency, regardless of size or locale, 
should bear the ultimate responsibility for thorough crime 
scene examinations to discover physical evidence connected 
with the commission of a crime. Police agencies should use 
whatever means are available to carry out this responsibility. 
Unless preempted. by higher authority (an organized crime 
strike force, for example), the police chief executive is 
resppnsible fox all investigatory processes within the juris
diction. 

Each agency has a further responsibility in its ~e-
livery of police services. All evidence collected at the 
scene of a· crime should be submitted for analysis as so<m as 
possible. An agency must determine the proper disposition 
of each item of evidence and insure i,ts preservation, trans
portation, and submission to the appropriate laboratory facility. 
Whether the facility is local, reglonal, or State the agency 
must seek the speedy analysis of evidence and accurate retrieval 
of information .. 
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ILLINOIS COMMENTARY 

The above NAC commentary excerpts well define the import
ance of efficient police handling of physical evidence and the 
need for around-the-clock expertise in this area. Illinois 
police chief executives, in implementing this standard, should 
examine the evidence system used by the Northern Illinois Police 
Crime Laboratory for valuable guidelines. (The supportive role 
of the crime laboratory in general is discussed in Standard 
10.2) . 

The Northern Illinois Police Crime Laboratory serves 44 
municipalities. The nine-year-old crime laboratory provides 
these municipalities with four evidence technician vehicles 
and a total of approximately 200 on-duty evidence technician 
police officers that have been trained by the Northern Illinois 
Police Crime Laboratory. Two of the vehicles used are passenger 
cars that were contributed by member police departments; the 
other two are vans obtained through a Federal grant. All four 
vehicles are equipped for evidence collection and dispatch to 
the requesting zone as needed. 

The vehicles cover two zones at a time and are rotated 
to a different two zones every 30 days to familiarize all 
evidence technicians with the equipment they contain. When a 
crime occurs the police department in that zone having the 
evidence technician vehicle sends out one of their evidence 
technicians \'1110 will be responsible for recovery, packaging, 
and transporting the evidence to the laboratory" At major .-
crime scenes, the Northern Illinois Police Crime Laboratory ~ 
will call upon neighboring police departments to assist in the 
investigative procedure. Although a Northern Illinois Police 
Crime Laboratory staff member will be at the scene to coordinate 
and direct in such situations, the evidence technician is under 
direction of the police chief executive where the crime occurred. 

The only evidence processing done in the field is finger
print dusting. Mr. Irving Haviland, Micro-Analyst and Assistant 
Director of the Northern Illinois Police Crime Laboratory, 
explained the reason for this was that the municipalities served 
are all within a close proximity, eliminating the necessity of 
processing at the scene for any evidence except fingerprints. 

Having had the vans only 6 months, Mr. Haviland could 
not accurately comment on their sUccess. The agencies that have 
had the opportunity to utilize the van service are being pre
sently asked to critique their effectiveness. A majority of the 
agency reports received thus far have been favorable. The public 
also has responded favorably to the vehicles. 

In order to receive the greatest possible benefits from 
the vans they must be operated by well trained evidence techni
cians. According to Mr. Haviland, each cooperating police 
department must maintain a minimum of one to three evidence 
technicians on alert, depending on department size. To insure 
that each police department maintains competent evidence techni
cian personnel, a training program is offered twice a year 
exclusively to police departments. An exception is made for 
some special occasions wherein, with the Board of Directors' 
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approval, non-police personnel such as Navy or Army Intelli
gence and individuals from the Coroner's office may enroll 
in the program. Usually no more than 24 students are allowed 
to enroll in the 80-hour training program. However, last year 
because of retirement, deaths and terminations, the enroll
ment reached a high of 41 students. The program content in
cludes, but is not limited to the following: 

1. Photography 

2. Chemistry 

3. Crime scene processing 

4. Homicide 

5. Morgue processing 

6. Handling of evidence. 

The evidence technician training program is certified 
by the Illinois Local Governmental Law Enforcement Officers 
Training Board, which makes the local police agency eligible 
for State reimbursement for expenses and 50 percent of the 
officer's salary while he is attending the evidence techni
cian course. 

Every police chief executive has a responsibility to 
provide his officers with the information and training neces
sary for efficient and effective crime scene performance. 
Evidence and the manner in which it is handled are vital to 
the proper prosecution of a case. The widespread increase 
in crime indicates that more and more of the agency work 
load will be devoted to investigating crime scenes. The use 
of well-trained evidence technicians and crime laboratory 
services can positively impact on police professionalism, 
increased clearance rates, and ultimately, crime reduction. 
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ILLINOIS STANDARD 10.2 

THE CRIME LABORATORY 

The State of Illinois should expand, maintain and fund 
a crime laboratory system including those local, regional, 
and State facilities which are capable of providing the most 
advanced forensic science services to police agencies. 

1. Every police agency should have access to at least 
one laboratory facility capable of timely and efficient pro
cessing of physical evidence and should consider use of each 
of the following: 

a. A local laboratory that provides analysis for 
high volume, routine cases involving substances such 
as narcotics, alcohol, and urine; routine analysis 
and processing of most evidence within 24 hours of its 
delivery; immediate analysis of certain types of . 
evidence, such as narcotics, where the detention o~ 
release of a subject depends upon the analysis; and 
qualitative field tests and quantatative followup 
tests of narcotics or dangerous drugs. 

b. A regional or a State satellite laboratory that 
provides the same level of service as a local labora
tory and is situated with 7S miles of any agency it 
routinely serves, and is staffed with trained teams 
of evidence technicians to assist in complex investi
gations beyond the scope of local agencies. 

c, One or more State laboratories that provide highly 
technical analyses that are beyond the capabilities of 
local, regional or satellite facilities. 

2. Every crime laboratory within a police agency should 
be a part of the organizational entity that includes other 
support services, and should be directed by an individual 'who 
reports only to the agency's chief executive or to a staff 
authority who reports directly to the chief executive. Advisory 
groups of Police Chief Executives from agencies served by 
regional, satellite or State laboratories should be formed to 
work with the director of each laboratory in developing opera
tional priorities, effective communications and the coordina
tion necessary to insure the efficient, effective and timely 
delivery of laboratol'y services. Effective coordination be
tween advisory groups should be considered as a prime factor 
in planning their ~stablishment. 

3. In maintaining a staff of formally qualified per
sonnel who can provide efficient· and reliable assistance in 
criminal investigations, every crime laboratory should provide 
that: 
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a. Every employee responsible for the completion _ 
of scientific analyses or testing hold at least an earned ~ 
baccalaureate degree in chemistry, criminalistic!, or 
closely related field from an accredited institution, 
and have a thorough working knowledge of laboratory 
procedures; 

b. Every employee performing supervised basic 
scientific tests or duties of a nonscientific nature meet 
the agencyls reqUirements for the employment of regular 
sworn or civilian personnel; 

c. The lahoratory director have sufficient management 
experience to perform his administrative functions satis
factorily; 

d. All laboratory personnel be adequately trained and 
experienced; 

e. Civilian personnel be used regularly so sworn 
personnel may be more appropriately deployed in other 
assignments, hut provide that qualified sworn personnel 
be used when their abilities or expertise cannot be 
found elsewhere; 

f. The working staff be sufficient to meet the demands 
of the laboratory caseload; 

g. Salaries he commensurate with the specialized duties 
and qualifications of each position so that well-qualified 
personnel are attracted to and retained in these positions; 

h. Promotional and career paths for laboratory personnel ... 
result in salaries at least equal to those employed in ~ 
other equivalent laboratories; and 

i. A clerical service capable of handling all of the 
clerical needs of the laboratory be maintained to insure 
that scientific and technical personnel perform a minimum 
amount of clerical duties. 

4. Every laboratory that employs more than 10 nonclerical 
personnel also shOUld establish at least one research position 
for solving specific laboratory problems and developing new 
laboratory techniques. 

5. The chief executive of each agency responsible for the 
operation of a police laboratory should insure that the police 
laboratory function receives appropriate fiscal support and that 
the adequacy of its facilities is considered in structuring the 
agency's annual budget; every laboratory director should be able 
to assess and control the amount, type, and quality of evidence 
received by the laboratory. 

6. Every crime laboratory director shOUld implement and 
maintain a reporting system that provides data relative to its 
in vol vemen t in: 

a. Reported crimes; 
b. Investigated crimes; 
c. Suspects. identified or located; 
d. Suspects cleared; 
e. Suspects charged; 
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f. Prosecutions; 
g. Acquittals; and 
h. Convictions. 

7. Every crime laboratory should establish close liaison 
immediately with: 

a. All other elements of the criminal justice system 
to insure that laboratory findings are consistent with 
law enforcement needs and are being effectively used 
as investigative tools; 

b. The scientific and academic establishments, to 
insure use of the latest techniques and devices avail~ 
able to the criminalist and the investigator. 

NAC C01vTIvIE~l'T'ARY EXCERPTS 

The gathering of physical evidence at a crime scene 
will not improve the investigative process unless such evi
dence is translated into pertinent data related to the crime. 
No matter how sophisticated an agency's evidence collection 
methods, they are of limited value without a comparable system 
of analysis. There should be a laboratory facility capable of 
providing qualitative, quantitative, and interpretive analyses 
of all physical evidence taken into custody by the agency. 

Time is often critical in a criminal investigation; 
the solution of a case may hinge on the rapid return of in
formation to an investigator. Therefore, the laboratory 
facility should be capable of immediate analysis of evidence, 
even though some evidence may not demand immediate handling 
and may be returned to the agency on a routine or scheduled 
t1.sis. The important thing is that the l#tboratory realize 
the difference and set up priorities to insure the speedy 
analysis and return of evidence when indicated. As a general 
rule, the return of evidence should be timely and.~hould 
depend upon the needs of the investigators. ' 

To insure timely return, it is imperative that all agen
cies establish procedures to facilitate the movement of evidence 
through the investigative, analytical, and judicial processes. 
Too often, an item is delayed at some point in the system until 
its value is reduced or completely lost. While procedures 
should provide for the smooth flow of evidence through the 
system, it is of much greater importance that continuity be 
maintained. Agencies should insure that the chain remains 
intact as the eVidence passes from the evidence technician 
through the property clerk, chemist, and investigator, to the 
court clerk. In order to maintain its validity in the criminal 
process, evidence must be accounted for at every stage of its 
progress. Each person handling the evidence, for whatever 
purpose, should be required to sign for its release and its 
return. 
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A police agency should also have access to a laboratory 
facility that can provide services consistent wi th the techniques tit 
most often used by that agency. The laboratory must have the 
staff and equipment to perform those analyses of most frequent 
concern to its clients. Most agencies will require laboratory 
services for document examinations, drug analyses, and the 
identification of firearms, tool marks, and trace evidence. An 
agency whose pTimary functions are traffic enforcement and ac-
cident investigation may need facilities for blood alcohol 
tests, urinalyses, or spectrographic examinations of paint chips. 
The laboratory, especially at the local level_ should be pre
pared and equipped to meet these varying analytical needs. 

The local laboratory should provide accurate and 
reliable information to investigators, but the turn-around time 
for evidence submitted to the laboratory is often a controver
sial issue. Most items of evidence presented to the local lab
oratory should be processed and evaluated within 24 hours. In 
some cases, evidence analysis should be provided immediately. 
The detention or release of a narcotics suspect, for example, 
often hinges upon the positive identification of the evidence 
as a narcotic or dangerous drug; when a field narcoban test or 
similar examination is unavailable to the field officer, the 
laboratory should analyze the evidence at once. As another 
means of preventing a bottleneck, laboratory personnel may 
administer qualitative field tests in narcotics cases. Since 
field tests for narcotics have proved invalid in some instances, 
such tests should be used only when they have clearly demonstrated ~ 
their reliahility. ~ 

ILLINOIS COMMENTARY 

Illinois has one of the best city crime laboratories 
in the nation--that of the Chicago Police Department. The 
State of Illinois also can claim having one of the earliest 
crime laboratory systems in the country. In the area of in
dependent crime laboratories, Illinois has again been in the 
forefront with the highly successful regional Northern Illinois 
Police Crime Laboratory. But all Illinois crime laborat0ries 
share a number of common problems. These problems were dis
cussed at length by the Support Services Sub-Committee, Standards 
and Goals Commi ttee, and a panel of experts invited to provide 
input into the deliberations .. 

All Standards and Goals Committee members would agree 
with the fo1lowi:ng list of services which should be provided 
by the crime laboratory as cited in The Crime Laboratory: Case 
Studi~s of Scientific Investigation: 

1. Link the crime scene or victim to the criminal.· 

2; Establish an element of the crime. 

3. Corroborate or disprove an alibi. 

4. Induce an admission or a confession. 
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5. Exonerate the innocent. 

6. Provide expert testimony. 

Agreement on the services to be provided by crime 
labol'atories was not a problem. Differing opinions, however, 
surfaced in relation to the degree to which these basic crime 
laboratory services are available. One of the fundamental and 
foremost questions examined in the discussion of crime lab
oratories was: Does Illinois have an adequate system of crime 
laboratories? While the answer is yes, it is a qualified yes. 
In some parts of the State the existing laboratorj services 
are adequate or better; in other parts of the State a region~ 
alized concept is used to meet laboratory needs; in still other 
parts of the State, particularly the southern part, laboratory 
services are available but access is poor. Therefore, uniform 
availability of crime laboratory serVices was deemed to be 
a top priority in Illinois. It was agreed that every police 
agency should have a satellite crime laboratory available 
within 75 miles. This criterion would immediately qualify 
southern Illinois for an additional satellite crime laboratory 
to complement the existin~ faci:ities at .DeSoto . 

. To insure un'iform availability of crime laboratory 
services, State money for crime laboratories shouJ.d be disbursed 
equitable among all crime laboratories in Illinois. Local 
police agency crime laboratories and private regional crime 
laboratorics,such a~ the Northern Illinois Police Crime Lab
oratory, s·hould share iIi the funds allotted for use by law 
enforcement and criminal justice. This was the concensus of 
both the Standards and Goals Committee and the panel of experts 
on crime laboratories. On'e of the panel experts 1 Mr. Francis 
Flanigan, former Director of the Chicago Crime Laboratory, 
pointed out that the Chicago Laboratory already enjoys an 
adequate budget and thus would not be approved State funding 
for instrumentation. Mr. Andrew Principe, Director of the 
Northern Illinois Police Crime Laboratory, was not opposed to 
some State funding and cited as an example that his laboratory 
had recently received State grant money. 

When the State has a coordinated laboratory system the 
next step is to insure that the system is responsive to those 
it serves. As soon as .p·racticable a system of "user advisory 
boardsll.should be estab.lished for this. purpose. Every State
operated regional laboratory should create an,advisory board 
composed of police chief executives, s~ates attorneys, interested 
citizensi and the director ~f the regional laborktory. This 
board would provide 'inputto the laboratory's administrator 
as to needs of the police and the qtia1ity of the work being 
done, generating a two-way flow of dialogue. In this way 
the laboratory users can understand its unique problems and a 
more effective liaison between laboratory and user can be 
established. 
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As was pointed out by Mr, Ted Elzerman, Assistant Super~ 
intendent of the Tllinois Bureau of Investigation, what cbnsti
tues needed laboratory services in one area of the State may not 
be important in other areas. For instance, crime laboratories 
in and around Chicago need to be proficient in processing homi
cide evidence, while in rural Illinois the biggest need is for 
capable evaluation of evidence from burglary scenes. The Com
mittee proceeded in this direction by pointing out the need 
for police to work directly with laboratory personnel in estab
lishing local priorities for evidence processing. The weight 
of a substance suspected to be a narcotic, for example, might 
need to be known immediately in order to file the appropriate 
charges; whereas more time could be devoted to the detailed 
analysis of the substance without impeding the investigation. 

Each regional laboratory director should meet with one 
or more selected regional advisory board members at least 
annually on a "State Laboratory Advisory Board." Appropriate 
members of the State Department of Law Enforcement should also 
serve on this Board. The function of the State Advisory Board 
would be to insure uniform levels of service to all citizens 
of the State. At the same time, planning input, budgeting, and 
manning needs of the laboratory system could be discussed to 
find common solutions to common problems. Uniformity of test
ing procedures and methods of analysis would be insured through 
a national level certification program (see Recommendation 10.4). 

Scientific evidence supported by expert testimony is 
vital to police and states attorneys. It is often the needed 
emphasis to convince a wavering juror or judge so that a con
viction can be obtained or the innocent set free. Illinois, 
already far ~own the road to having the finest crime laboratory 
system in the nation, can move even further ahead with the 
implementation of this Standard. 
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ILLINOIS STANDARD 10.3 

THE PROPERTY SYSTEM 

Every police agency immediately should establish a 
system for the secure and efficient storage, classification, 
retrieval, and disposition of items of evidentiary or other 
value that come into the custody of the agency. 

1. Every police agency should establish a filing system 
that includes, but is not limited to: 

a. A chronological record of each occasion when 
property is taken into police custody; 

b. A separate itemized list of all items of property 
that are taken into custody; 

c. A record that indicates the continuity of the 
property .from its' entry into the system to its final 
disposition.' This record should include the name of 
each person accountable for each item of property 
at any given time. 

2. Every police agency should conduct regular property 
inventories and property record audits to insure the integrity 
of the system. Such measures should be performed by personnel 
who are not charged with the care and custody of the property, 
and the results should be reported to the police chief execu
tive. 

3. Every police agency should develop and maintain 
written procedures governing the function of the property 
system. All components of a multicomponent property system 
shotild be governed bj ·the same procedures. 

4. Every police agency that uses full-time employee~ 
in its property function should assign civilian personnel 
to all elements of the property system in order to release 
sworn officers for assignment to those police functions re
quiring them. 

S. Every police agency should insure that proper train
ing ·is delivered to all employees who are involved with the 
property system. ' . 

, 

, 6. Disposition of property should remain the responsi
bility of the police chief e~ecutive or his designee and 
should not be a function of personnel assigned to the property 
system. 

7. Every police agency should cle~rly designate the 
employees responsible for around-the-clock security of the 
property area and restrict entry of all other personnel into 
this area. 
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8. Every police agency should institute close security 
and control measures to safeguard all money, jewelry and nar
cotics which come into agency custody. 

9. Every police agency should institute procedures to 
facilitate the removal of property from the system as soon as 
possible. 

a. All identifiable property should be returned 
as soon as practicable after the rightful owner is 
located. Prior to disposition, all such property 
should be checked against stolen property records and 
all firearms should be compared with gun records to 
make certain that no "wants" or "holds" exist for 
such items; 

b. Given sufficient personnel resources, personnel 
assigned to locate the owners of identifiable property 
should not be involved in the arrest or prosecution of 
the persons accused of crimes involving that property; 

~. When property is no longer needed for presentation 
in court, and the owner cannot bo determined, it should 
be disposed of in accord with applicable law. 

10. Every police agency should insure that the property 
room includes: 

a. k sufficient amount of space and facilities for 
efficient storage of property and records; 

b. Easy access by agency personnel and by the public 
without lessening security or subjecting property to 
contamination; 

c. A temporary storage area for perishable property; 
and 

d. An area that provides an extra measure of security 
for the storage of narcotics and firearms . 

• 

NAC COMMENTARY EXCERPTS 

Police agencies, regardless of their size, locale, or 
functions routinely take possession of evidence, personal pro
perty, and articles of value for which they become responsible. 
The agency must not only insure the safekeeping of such property, 
but provide for storage, immediate retrieval, and prorer dis
position. An agency can provide such services only if it main
tains an accurate recordkeeping system. 

As a minimum, a police agency shOUld keep a chronologi
cal record of each property item booked into agency custody. 
This record may take the form of a logbook that is completed 
as the booking employee receives the property. The agency 
will then have a document reflecting the date and time property 
came into agency custody. 
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A separate and more permanent record should be made 
listing all items of property taken into custody as a result 
of a particular incident. This type of information usually 
is best documented in a format similar to that of arrest or 
crime reports. This report should S~clude a complete descrip
tion of each item, in addition to pertinent booking data and 
the circumstances surrounding recovery of the property. 

Finally, a record should be kept of the movement of 
each property item from its entry into the property system 
until its final disposition. Information of this nature may 
be entered on file cards and should reflect an unbroken 
continuity to facilitate the immediate location of any item 
of property at any given time. It is imperative that this 
particular record include the name and assignment of each 
person responsible for a .particular item during agency custody. 
Positive identification of em~loyees who check property in 
or out of the system is essential. 

Due to the functional complexity of some property 
systems, especially in large agencies, some means of ineasuring 
the reliability and efficiency of the system must be established. 
This is especially needed when an agency implements a new 
system or substantially modifies an existing one. Such measure
ments may be accomplished by conducting frequent a.lidi ts ,of 
records to determine their accuracy and thoroughness. Property 
inventories should also be taken to insure the integrity Of 
the syitem. These survey tech~iques, although used on a 
regular basis, should be impromptu and unannounced. The, 
audits should be cond~cted by police agency staff elements 
not connected with the ',administration, superv.ision, or per
formance of the' prope:t:'ty' function,i ts elf. After the results 
are reported to the chief executive or his representative, 
however, they should be made known to the commanding officer 
of the property unit. 

The role of the property room employee should be well 
defined in any police agency. The employee should act only 
as the custodian of pro~erty coming into the agency and should 
have nd voice or responsibility in authorizing the booking,. 
release, or dispositiop of p:r.-opert,y. In most cases, the 
officer toming into the possession of the property initially 
will be the sole booking authority, since he is familiar with 
the circumstances bringing it to the agency's attention. In 
criminal c'ases, 'the concerned inyestigating officers "Till 
usually determine the rele~se 6r ultimate disposition of 
property items according ~o case Utat~s. The release or 
disposition of items of noneyidence status should be contingent 
upon the authority of supervisory personnel of the property 
unit. Such safeguards will lessen t~e probability of loss, 
misplacement', or the;ft of propertyi tems by agency employees. 
The property ~nit is one in wh~ch potential temptations may 
be great; it is the responsibility of' e'ach agency tp, imple
ment a property system that is suppr.:>rtive of the trust invested 
in the police service. 
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The property area should be restricted to employees 
assigned to the unit. The entry of all other employees into 
the area without proper authority should he prohihited. If 
regular property personnel are not used on a 24-hour basis, 
the care of property coming into agency custody in their 
absence could be the responsibility of the patrol commander 
on duty or a designated employee under his supervision. A 
secure area under the control of the watch commander should 
be provided for storage of property when regular property 
employees are off duty. This will allow the property room 
to remain secure until regular property employees return to 
duty. 

No matter how extensive the precautions taken to safe
guard items entering the property system, extra measures should 
always be effected in accepting and controlling money booked 
into agency custody. Money--whether the personal property of 
an arrestee, the stakes in a gamhling game, or the fruits of 
a crime--is one of the major sources of complaints against 
police personnel. Money should always be stored separately 
from other property items, preferably in a safe or other suit
able receptacle that can be locked. Substantial amounts of 
money ($50 or more) should be counted and verifjed hy a super
visor as well as a property employee, prior to acceptance 
into agency custody. A person depositing a sum of money into 
a property unit should always be given a receipt and asked to 
initial the amount. Similarly, persons receiving money from 
an agency's property system should be made to sign for its 
release. 

Procedures should be instituted within each property 
system to provide for prompt property removal. Otherwise, 
the volume of items entering the system may create an overload 
and a need for additional storage space. Also, the lack of 
prompt 'disposition may unnecessarily deprive an owner of his 
property. 

Agencies should make every effort to locate the owners 
of identifiable property and return it to them as soon as 
practicable. It is obvious that when such property is of 
evidentiary value the return must often await its presentation 
in court. When serially identifiable, property should be 
compared with stolen property records to insure that no "wants" 
or "holds" exist that may preclude its release. Firearms, 
especially, should be checked to prevent the release of a 
weapon that has been stolen or used in a crime. 

Agency employees engaged as witnesses in trials in
volving booked property should not be responsible for locating 
the owners of such property. Following this rule will prevent 
personal feelings about the criminal investigation from entering 
into the search for the rightful owner. Furthermore~ to assign 
this responsibility to investigative personnel would be to 
give location of the property owner a lower priority than other 
investigative duties. 
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Property that is unidentifiable or that cannat be con
nected with its rightful owner should be disposed of pro~ptly 
when no longer needed. Contraband or weapons should be 1 
destroyed to prevent further illegal use. Other items may 
be auctioned publicly ,.,hen all efforts to, locate the owners 
have failed. Agencies should not auction or destroy property 
still reported stolen in State or other property files, 

ILLINOIS COMMENTARY 

The property system of every police agency is vulnerable 
to compromise, either by accident or intent. Items going into 
a property system should remain in it and be accounted for 
until such time as the property is legally disposed of. Further, 
because items of value--jewelry, money, narcotics and weapons-
are placed into the system, a strict accountability must be 
maintained. Illinois chiefs, in discussion of this point, 
all knew of or had experienced in their careers a situation 
where property or evidence had become misplaced, lost, or 
tainted either by accident or intent. Therefore, it was 
emphasized that only through careful recordkeeping and strict 
auditing procedures could the possibility of lost property or 
evidence "slipping through the craCKS" be avoided. 

Illinois police practitioners recognized that the work 
force limitations of most police agencies make it unfeasible 
to assign a sworn officer full-time to the property system . 
Concurring with the NAC commentary, Illinois practitioners 
endorsed the philosophy of placing civilians in charge of 
the property systems on a full-or part-time basis where appli
cable. Properly trained, civilian personnel can enhance the 
efficiency of the agency's operations. Many agencies have 
civilian clerical personnel who would fin'd the opportunity 
to perform this function not only challenging and interesting 
but also an inducement to remain at the job. 

Written property procedures need to be developed by 
every police agency to insure clear, agencywide understanding 
of how the system functions and each officer's responsibility 
in regard to property and evidence taken into custody. Strict 
security regulations also must be maintained. 

Inter-agency cooperation in the identification of the' 
rightful owner of lost property has had successful results 
for many Illinois police agencies. Prior to property disposal, 
detailed rosters of all property items currently ina depart
ment's custody are prepared and distributed to neighboring 
police departments. This procedure increases the likelihood 
that property will be recovered by its rightfUl owner, which 
not only helps clear case records but also fulfills a useful, 
public service, enhancing the agency's status in the community . 
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ILLINOIS RECOMMENDATION 10.4 

CERTIFICATION OF CRIME LABORATORIES 

It is recommended that a national program be established 
to insure that all tests and analyses performed by State, 
regional, or local laboratory facilities are procedurally sound 
and scientifically valid. The program should provide for 
the certification of those facilities whose testing procedures 
and scientific analyses meet the minimum standards set by the 
agency administering the program. 

1. An existing national agency or organization should 
be designated to administer the program. This body should 
develop minimum standards by which it can measure every crime 
laboratory's level of proficiency. 

2. The national agency or organization should conduct 
periodic evaluations of every State, regional, and local 
laboratory to determine its level of proficiency in performing 
laboratory tests. In conducting the evaluation, it should 
rate the laboratory only on the basis of those tests which it 
actually performs in rendering services. 

3. The national a'gency or organization should, on the 
basis of the evaluation, certify every laboratory that meets 
or exceeds the designated minimum standards in a.ll tests which 
it performs. 

NAC COMMENTARY EXCERPTS 

No matter how well organized, equipped and staffed a 
police laboratory may be, its operating efficiency cannot be 
evaluated realistically unless there is a way of measuring the 
accuracy and validity of the tests it performs. There must ~e 
a reliable set of standards against which a laboratory's test 
procedures and methods of analysis may be compared. 

The standardization of laboratory services will result 
in the establishment of a uniform methodology among police 
laboratories throughout the country. It will enhance the 
image of the forensic sc ien ti st and the 1 aboratory techn icj an 
among other elements of the criminal justice system by maintain
ing a desirable level of expertise in the field. Ultimately; 
standardization may serve to remove some of the obstacles 
which presently ninder the presentation of evidence in court 
proceedings. 

Because the level of forensic services available to 
police agencies will vary in different regions and States, 
any evaluation program should be national in scope. Such a 
national program would insure that the work performed by an 
local, regional, or State laboratory is procedurally and scien~ 
tifically valid. The program should also provide for the formal 
certification of those laboratories whose tests and analyses 
meet predetermined criteria. 
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It is imperative that a national body be designated to 
establish and administer the certification program. 

The agency or organization designated as the certifying 
authority for laboratory services should periodically evaluate 
the operations of every State, regional, and local police crime 
laboratory. Such evaluations should be conducted at least once 
every 3 years to determine the proficiency level of the facili
ties. A laboratory should be rated only on the basis of those 
tests or analyses actually performed in its day-to-day opera
tions. The certifying body's determination that a laboratory 
is not providing a necessary service should not be considered 
in the certification procedure. Under such circumstances, the 
body may choose to recommend an extension of a laboratory's 
services or suggest a suspension of its regional status. The 
formal evaluation, however, should include only the services 
actually rendered. 

A laboratory that meets or exceeds designated standards 
should be certified for a period not to exceed 3 years. A 
laboratory that does not completely measure up to minimum 
standards, but is capable of doing so within a reasonable 
period of time, should be granted a provisional certification. 
The national body should then conduct a followup investigation 
every 3 months to determine whether the laboratory will be fully 
certified or its provisional certification revoked. 

A laboratory that fails to meet minimum standards should 
be denied certification when its resources will not allow its 
acceptability within a reasonable period of time. Such a facility 

. should be restricted from performing those tests and analyses in 
which it was rated substandard. 

ILLINOIS COMMENTARY 

The Support Services Sub-Committee felt they lacked the 
necessary expertise to make a valid recommendation on certifi
cation. Therefore, in view of the important role that certi
fication plays in any profession, a panel of experts was in
vited to meet to discuss this topic and other salient issues. 
Mr. Theodore Elzerman, representing the Illinois State Crime 
Laboratory System; Mr. Francis Flanigan, representing the 
Chicago Police Department Crime Laboratory; and Mr. Andrew 
Principe, representing the Northern Illinois Police Crime 
Laboratory. formed the Sub-Committee's panel of experts. 

None of the experts opposed certification of crime 
laboratories. However, they raised questions concerning the 
methodology to be used and the basis of certification criteria. 

It was agreed that certification testing criteria should 
be established by a body of professional practitioners at the 
national level. This would remove the Stati from the untenable 
position of having to develop testing criteria for its own agency 
and, further, insure uniformity with neighboring states. Efforts 
presently are being made to this end by such groups as the 
American Academy of Forensic Science. 
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The panel of experts pointed out that since each 
laboratory had differing capabilities, certification should 
be only for those services a laboratory provides. In addition, 
it was agreed that failure on one test of a specific certifi
cation 'area, such as blood typing, should not mean that 
certification of other areas, for example, fingerprint and 
firearms identification, would be affected. 

Aft~r careful consideration of all input, the Standards 
and Goals Committee felt confident in making this recommendation. 
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ILLINOIS STANDARD 11.1 

POLICE RECRUITING 

Every police agency should insure the availability of 
qualified applicants to fill police officer vacancies by 
aggressively recruiting applicants when qualified candidates 
are not readily available. 

1. The police agency with the sanction of the appointing 
authority should administer its own recruitment program. 

a. The agency should assign to specialized recruit
ment activities employees who are thoroughly familiar 
with the policies and procedures of the agency and 
with the ideals and practices of professional law 
enforcement; 

b. Agencies without the expertise to recruit police 
applicants successfully should seek expertise from the 
central personnel agency at the appropriate level of 
State or local government, or form cooperative per
sonnel systems with other police agencies that are 
likely to benefit from such an association: every 
police agency, however, should retain administrative 
control of its recruitment activities. 

2. The police agency should direct recruitment exclusively 
toward attracting the best qualified candidates without regard 
tu race, sex, religion or national origin. 

3. Police agencies seeking qualified applicants having 
appropriate college backgrounds to fill police officer vacan
cies as they occur should immediately implement a specialized 
recruitment program to satisfy this need and should establish 
permanent liaison with: 

a. Placement officers and career counsellors in 
colleges and universities within a 50 mile radius of 
the police agency; and 

b. Faculty members and heads Gf departments that 
provide programs specifically designed to prepare 
students for the police service. 

4. Police agencies an~ appointing authorities should 
immediately insure ,that they are presenting no, artificial or 
arbitrary barriers to discourage qualified individuals from 
seeking employment or from being em~loyed as police officers. 

~. Police agencies should ~ngage in positive 
e~forts and affirmative action to hire minority group 
members and women. 
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h. Bvery police agency seeking to employ women or 
members of a minority group should direct recruitment 
efforts toward attracting large numhers of these appli
cants. In establishing selection standards for recruit
ment, special abilities such as the ability to speak a 
foreign language, strength and agility, or any other 
compensating factor should be taken into consideration. 

c. Every police agency seeking to employ qualified 
women or minority members should research, develop, 
and implement specialized recruitment methods. These 
methods should include: 

(1) Assignment of women and minority police 
officers to the specialized recruitment efforts; 

(2) Liaison with local community groups to 
emphasize police sincerity and encourage referral 
of qualified applicants to the police agency; 

(3) Recruitment advertising and other material 
that depict women and minority group police per
sonnel performing the police function; 

(4) Active cooperation of the minority media as 
well as the general media in recruitment efforts; 

(5) Emphasis on the community service aspect of 
police work; and 

(6) Regular personal contact with the minority 
applicant from initial application to final deter
mination of employability. 

d. Every police chief executive and appointing author
ity should insure that hiring, assignment, and promotion 
policies and practices do not discriminate against 
minority group members. 

e. Every police agency should evaluate continually 
the effectiveness of specialized minority recruitment 
methods so that successful methods are emphasized and 
unsuccessful ones discarded. 

5. Residency should be eliminated as a preemployment 
requirement. 

6. The appointing authority tlould provide application 
and testing procedures at decentralized locations in order to 
facilitate the applicant's access to the selectio~ process. 

a. The initial application form should be a ShOTt, 
simple record of the minimum information necessary to 
initiate the selection process. 

7. The appointing authority should allow for the com
pletion of minor routine requirements, such as obtaining a 
valid driver's license, after the initial application but 
before employment. 
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8. The police agency, through various incentives, should 
invoJve all agency personn~l in the recruitment process. 

9. The police agency and appointing authority should 
seek professional assistance--such as that available in 
advertising, media, and public relations firms--to research 
and develop increasingly effective recruitment methods. 

10. The police agency and appointing authority should 
evaluate the effectiveness of all recruitment methods con
tinually so that successful methods may be emphasized and 
unsuccessful ones discarded. 

NAC COMMENTARY EXCERPTS 

The recruitment and selection of personnel for the 
police service is a basic responsibility of management. This 
responsibility can no more be farmed out to other government 
agencies than can management's responsibility to organize, 
plan, or budget. To do so is to abdicate a management function 
that is crucial to the proper operation of any organization. 

Recruiting efforts should be staffed as well as ad
ministered by the police agency itself. The police will be 
more efficient than outsiders as recruiters because the police 
are strongly motivated to recruit and select the most quali
fied candidates for police service. Also, police personnel 
have a better understanding of the requirements and demands 
of the law enforcement profession. Throughout the country 
there have been successful recruiting efforts staffed by 
police personnel; the recruitment programs of Overland Park, 
Kans., Kansas City, Mo., and Des Moines, Iowa are examples. 

Successful recruiting efforts require that only quali
fied personnel be assigned to recruitment positions. Not 
all police officers have the knowledge, personality, and 
ability to speak in public that are needed to be an effective 
recruiter. 

ILLINOIS COMMENTARY 

The Standards and Goals Committee concurs with the 
NAG that recruiting should be the responsibility of the 
police department. The Committee reported that in too many 
communities the police department has no authority to recruit 
its police officers, the process being the responsibility of 
the local Civil Service Board or Board of Police and Fire 
Commissioners.· The Committee felt these boards ~enerally 
lack sufficient background knowledge of police work necessary 
for successful recruiting. Vital background information which 
would be routine and easily accessible to a police officer 
may be very difficult or even impossible for a board member 
to obtain. This does not preclude cooperative arrangements 
whereby such boards work in liaison with police agencies. 
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However, as noted hy the NAC and expressed by the Committee, 
"the ultimate authority and responsibility for recrui.tment ... 
of policE.' personnel must remain with tIl(-> police agency." 

The primary target of any police recruiting program 
should be to attract and select the hest qualified candidates. 
It is important and necessary to recruit from all sectors of 
society; however, the Committee stres~ed the need to develop 
on c set 0 f r ecru i tin g s t an d 8 r d s 'f 0 raIl a p p I j l' ant s t () de
emphasiz(' differenCE's such as racC', sex, TE-'ligion, or national 
origin. It was felt that the existenCE' of separate standards 
tends to direct the recruiting process toward hiring specific 
sectors rather than hiring the best qualified candidates. 
Therefore, this report has combined NAC Standards 12.1. 13.3, 
13.6 and a portion of 13.2, General Police Recruiting, ~Iinority 
Recruiting, Employment of Women, and College Recruiting, res
pectively. 

In recent years the number of college-educated appli
cants has increased in correspondence with the growi.ng number 
of availabJe law enforcement degree programs offered by in
stitutions of higher education. As pointed out by one Com
mittee member, many police chief executives are overly im
pressed by the credentials of college-educated applicants. 
Often this has resulted in the college-educated individual 
being perceived as more recruitable based solely on his degree 
rather than on a comprehensive evaluation of his total attri
butes. Another problem frequently encountered is that in many 
instances college-educated applicants have been exposed to 
police supervision and police management courses as a part of 
police science or law enforcement programs. The individual so 
trained is eager to put his knowledge into practice; however, 
the new officer must start at the same work level as all hired 
applicants. As noted by one police chief executive, "there 
are not many things that will frustrate an individual more than 
to train him to do something and then not give him the oppor
tunity to do it; therefore you have a frustrated police officer." 

Even though there were negative comments on college
educated police officers, positive ones followed. For example. 
one police chief executive pointed out that in his experience 
the on-the-job performance of a college-educated police officer 
generally is better than that of non-degreed police officers. 
He felt this was true because the college-educated police officer 
has demonstrated that he has the capacity to be able to do well 
by experiencing a classroom situation. 

The Committee's discussion on college recruits, although 
lengthy and very controversial because of the various police 
chief executives' experience, came to the conclusion that police 
chief executives have the responsibility to recruit among the 
college-educated; however, no "special consideration" should 
be given on the basis of academic achievement alone. 

The police department's responsibility to recruit also 
extend~ to minorities. Minorities are not consciously ex
cluded or discouraged from polic~ service. However, as stated 
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in the NAC, 

... . few police agencies conscientiously and aggres
sively recruit minority group members .. , .Many agencies~ 
furthermore, may unconsciously discourage entry into 
the police service by their unfavorahle treatment of 
applicants or incumbent minority personnel. 

Seeking out and hiring .... qualified minority group 
members is a goal that should be reached through 
special minority recruitment program~ not through 
preferential or quota hiring. The specific hiring 
goal should be determined by comparing the minority 
makeup of the community with the minority composition 
of the police agency. Then an estimate should be 
made of the number of minority applicants necessary 
to achieve this goal within a reasonable period of 
time. Finally, specific recruitment techniques 
known to attract minority applicants should be 
applied. These techniques should be used in addi
tion to general recruitment techniques, and empha
sized or discarded on the basis of their proven 
c, :fecti veness. 

The aggressive seeking of qualified applicants among 
minorities also applies to women. It has been acknowledged 
that both are essential to effective police work. 

NAC COt-fMENTARY EXCERPTS 

The role of women in the police service has been based 
largely upon traditional and often outmoded ideas. Some 
misconceptions concerning the female's ability to perform 
certain "masculine" tasks have been dispelled as a result of 
changing social attitudes. The police service should keep 
abreast of social patterns and legal requirements by re-
as sess ing the, fun c t ion 0 f women in the police field. Pol ice 
administrators must determine whether expansion of the woman's 
role will further the cause of efficient police service. 

As early as 1845, the public recognized that women 
perform certain'police functions better than men.' Two matrons 
were employed at the Tombs prison in'New York City to process 
female prisoners. During the next 4 decades, the practice of 
using prison matrons became widespread. Just prior to the 
turn of the century, a.~ovement to employ women as regular 
police officers gained support among several social action 
groups. This movement CUlminated in the hiringo£ the first 
regularly rated pOlicewoman by the'Los Angeles Police Depart
ment in 1910. 
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By the end of World War I, more than 220 cities employed 
policewomen. One of the major reasons for this relatively rapid ~ 
acceptance of female peace officers was the change in the public's 
view of the police function. The use of women coincided with 
the newly accepted tenets of citizen protection and crime pre-
vention, instead of exclusive concentration on the enforcement 
of laws and the detection of criminal behavior. 

ILLINOIS CO~~ENTARY 

As mentioned earlier, but worth repeating, the primary 
concern of police agencies should be quality rather than physical, 
educational, 0r residency differences that may exist. 

NAC COMMENTARY EXCERPTS 

Artificial preemployment residency requirements limit 
the number of applicants from which qualified candidates may 
be selected. 

The legality of preemployment residency requirements is 
questionable. A MinneSota case, Carter v.Gallagher 1 452 F. 
2nd 315 (1971), attacked the legitimacy of the Minnesota 
Veteran's Preference Law. This law gave preference for govern
ment jobs to those who had lived in Minnesota prior to entering 
the military service or had lived in Minnesota for a period of 
at least 5 years after military service. It was alleged that 
the residency requirement discriminated against veterans who, 
although otherwise qualified, had not lived within the State 
for the required period of time. 

The court found no compelling State interest in the 
residency requirement and further found that the requirement 
was inconsistent with the equal protection clause of the 14th 
amendment. The practice was ordered discontinued. This 
decision casts doubt on the constitutionality of any pre
employment residency requirement (IACP Public Safety Labor 
Reporter, March 1972). 

Once a police officer has Lccepted employment, however, 
the value of his living within the community in which he works 
should not be overlooked or underestimated. Mutual understand
ing between the officer and other citizens results from the 
officer's assuming an active private role in addition to his 
professional role in the community. This rapport, in turn, 
helps the officer understand local problems and needs, while 
destroying the false and damaging stereotyped image many people 
have of their police. Such understanding develops when police 
officers become, for example, scout leaders or members of such 
groups as PTA, Optimists, or Kiwanis. 

In any situation in which there is a good reason, such 
as an economic one, for an officer's not living within the 
community where he works, he should be required to live within 
a reasonable distance of it. At a minimum the "reasonableness" 
should be predicated upon time necessary to respond to an emer
gency call. 
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ILLINOIS COMMENTARY 

Police departments are in competition with the private 
sector to attract qualified employees. If barriers such as 
preemployment residency requirements, centralized application 
and testing processes, and lengthy applications are require
ments of a police department, the opportunity to hire qualified 
applicants will be restricted unnecessarily. 

The Committee endorsed regional recruitment where 
applicable and decentralized testing along with the removal 
of barriers in applications. Application requirements such 
as the possession of a valid Illinois driver's license prior 
to selection can delay or discourage those seeking police 
employment. It is recommended that adjustments be made in 
the case of minor requirements to promote effective recruiting. 
For instance, the driver's license qualification could be 
~ltered to simply require that the applicant have a driver 1 s 
licen?e at the time he is hired. 

Lengthy application forms can also be a barrier to 
effective recruiting. As pointed out in the NAC Commentary, 

.... A candidate normally cannot recall readi[~/~~l 
the information required by a detailed questionnai~e 
.and will keep the application form to complete at a 
later date. Many of these applications may be lost 
or ignored, so the agency has no record of the appli
cant. 

Perhaps the most efficient method of recording the 
initial application is to note all essential infor
mation about the applicant on a simple 8- by 5-inch 
card. From these data the applicant can be contacted 
later about testing and other processing. 

Another reason for a simple initial application form 
is that a large percentage of applicants fail the 
written and oral tests; therefore, there is no need 
to record detailed personal information until the 
character investigation begins. 

Finally, it should be pointed out that individual 
police agencies should continually assess their recruitment 
programs to insure they are using the most effective methods 
of attracting the best qualified candidates. As suggested by 
the NAC, 

Police agencies should approach the recruitment 
of personnel with the idea of developini and using 
techniques and procedures that will satisfy their 
particular needs. Therefore, police agencies should 
establish a method to monitor the recruiment program 
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in order to determine which techniques are pro
ductive. Applicants should be queried as to how 
they were attracted to the police service and the 
particular agencies in which they work. Metho~s 
that attract a larger percentage of the total 
applicants should be bolstered and the less success
ful ones deemphasized or eliminated. 

REFERENCES 

1. Personnel Sub-Committee Meeting, November 8, 1976, 
Elk Grove Village, Tllinojs. 

2. Standards and Goals Committee Meeting, December 16, 
1976, Rochelle, Illinois. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D.C., 1973 (Standard 13.1). 

- 316 -

• 



- -- -------------

ILL INOIS STANDARD 11. 2 

ENTRY - LEVEL P~YS TCAL AND PSYCHOLOGICAL EXA1'>nNAT,IO~ 

. Every appointing authority should require all applicants 
for police officer positions to undergo thorough entry-level 
physical and P3ychological examinations to insure detection 
of conditions that mi.ght prevent maximum performance under 
rigorous physical or mental stress. . 

1. Every agency should provide, and require,as a 
cO,ndition of employment, that each applicant pass a thorough 
physical and psychological examination. This examination 
should: 

a. Bu designed to detect conditions that are likely 
to cause nonjob-related illnesses, inefficiency, un
necessary industrial aeciuents, and premature retirement; 
.. b.Include a physical examination conducted under the 
supervision of a licensed, competent physican; and 

c. Include a psychological evaluation conducted 
under the supervision of a licensed, competent psy
chologist or psychiatrist. 

NAC COMMENTARY EXCERPTS 

Perhaps no professional group other than police is 
subjected so continually to the range of physical and mental 
stress ,under hazardous conditions common in police work. The 
police are allowed small margin for error in judgment or action 
and are constantly open to public scrutiny. No other profession 
is so readily and vehemently criticized when one of its members 
fails to perform his duties properly. Most police officers 
dai~y encounter hazardous situations requiring immediate action. 
An officer's physical or mental i.nability to 'react appropriately 
can be fata1 to himself or others. 

While an applicant's c,apabil i ty to respond properly 
under continual stress cannot be predicted with complete re
liability, it is possible tQ identify with ~ome accuracy through 
a thorough entry-level physical and psychological examination 
those individuals who are unsuited for the demands of police 
service. 

The need for an entry-level physical examination of 
police applicants has been broadly acknowledged in recent years. 
Most agencies presently conduct some form of examination; 
however, the. rationale for the tests and their ,scope vary widely. 

Until recently, scant ,at~ention w~s given to medical 
and psychophysiological standards for law enforcement officers. 
In a profession where job-relate4 medical problems are so 
prevalent, PQtenti~l officers must indicate a high.level of 
physical. fitness. 
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Because physical problems frequently have psychophysiologi
cal components resulting from job-related stress, a need exists 
for an entry-level examination system that will identify those 
applicants most susceptible to medical problems. 

The need for psychological evaluation was recognized by 
the President's Commission on Law Enforcement and Administration 
of Justice; the Police Task Force report states: "psychological 
tests ... and interviews to determine emotional stability should 
be conducted by all departments. These examinations should be 
administered only by trained profeSSionals and their limitations 
should be fully understood. " 

The emotional stability to withstand the stresses of 
police work is a primary requisite of police personnel. Officers 
must cope rationally with violence, verbal abuse, resentment, 
and emergencies, The emotionally unfit cannot withstand these 
stresses. 

Many agencies have never required psychological evalua
tions; they consider the cost prohibitive. This appears to be 
false economy, however, when the potential costs of irrational 
acts of an emotionally unstable officer are considered. Although 
psychological tests do not offer an infallible guide to who will 
make a good policeman, they do help eliminate those who are unfit. 

ILLINOIS COMMENTARY 

The nature of police work is such that people with phy
sical and psychological problems should be screened out in the 
hiring process. It is far cheaper to spend $70 to $100 per 
candidate for physical and psychological tests prior to appoint
ment than to pay a lifetime of disability compensation to an 
officer for a physical condition that existed prior to appoint
ment; or, payout hundreds of thousands of dollars to a person 
who has been abused by a mentally unstable police officer. 

The cost of any required physical and/or psychological 
testing shOUld be assumed by the lliring governmental agency. 
If the governmental entity pays for the examinations it can 
designate which doctors the candidate will be examined by. 
This closes the door to possible collusion or falsified records 
pertaining to the candidate's he~lth. 

Care should be exercised in selecting competent pro-
fes s ionals to adminis ter p sych'ologi cal tests. As one practi
tioner stated, "There are many persons engaged in this testing, 
but only few do it well." This should serve as a caution to 
appointing authorities. Considering the impact a record of 
psychological testing can have on an individual's career, 
only those psychiatrists licensed by the State, recognized in 
their medical profession and with evidence of proven success 
and effectiveness in conducting psychological screening should 
be utilized. Further, any test used by a psychiatrist in the 
screening process should be one which has been validated. 

It is painful to have to reo'ect highly motivated, ded
icated and apparently competent candidates for police service 
for medical reasons. However, it is in the best interests of 
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all, including the candidate's, to continue to maintain the 
most stringent physical and psychologicsl examination program 
possible. 
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ILLINOIS STANDARD 11.3 

STUDENT INTERNSHIP AND CADET PROGRAMS 

Police agencies should participate in the development 
of qualified pOlice applicants by actively encouraging and 
participating in internship and police cadet programs. 

1. Police agencies should implement a police cadet 
program that provides full or part-time employment for persons 
between the ages of 17 and 25 who have shown an interest in a 
law enforcement career. Persons employed in the cadet program 
should: 

a. Meet the same physical, mental and character 
standards required of police officers; 

b. Be assigned duties that prepare them for future 
responsibilities as regular police officers; police 
cadets, however, should not have the authority of a 
regular police officer or be authorized to carry 
firearms. 

2. Police agencies should implement police intern pro
grams which provide part-time employment for college students 
between the ages of 17 and 25 who have shown an interest in a 
law enforcement career. Persons employed as police interns 
should meet the requirements of the cadet program and should: 

a. Be students carrying a full-time course load 
as determined by their college or university and work 
no more than 20 hours per week for the police agency; 

b. Should continue in the intern program fOT the 
period of time required to eaTn a baccalaureate degree, 
if by age 25 they are within I academic year of earning 
a degree. 

3. Police cadets upon completion of training and police 
interl\S upon attaining a baccalaureate degree should continue 
in the agency programs until they have had an opportunity to 
compete for a position on the eligibility roster of the agency. 

4. Police chief executives should designate a member 
of the agency tb coordinate cadet and intern programs in the 
agency and to serve as liais6n with accredited colleges and 
universities having student intern programs. 
t, 

5. Police chief executives, where appropriate, should 
also consider the use of specifically designed cadet programs 
to develop Community Service Officers for the agency. 
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NAC COMMENTARY EXCERPTS 

Private sector employers and civilian and military 
agencies of the Federal Government customarily go to college 
and university campuses to recruit college graduates. Police 
agencies must also be willing to travel to campuses to establish 
personal contact with those they seek. 

A technique to attract college graduates that is used by 
the private sector--as well as other governmental agencies--is 
to list job opportunities with college and wliversity placement 
officers. To provide a flow of referrals from the colleges, 
agencies must maintain a continuing liaison with college place
ment officers, keeping them apprised of current opportunities. 

ILLINOIS COMMENTARY 

Student internship and cadet programs are a preemptive 
step on the part of Illinois law enforcement practitioners to 
meet shifting social and economic conditions. The evolution 
of a segment of law enforcement practitioners' philosophy on 
higher education is constructively dealt with in the program 
outlined in this Standard. Student internship and cadet pro
grams are in accord with the policy of developing the best 
possible candidate for police service. 

In an attempt to draw into police service the best 
qualified and not necessarily the best educated candidates, 
as discussed in Standard 11.1, the Committee embarked on an 
original course of action. Envisioned is a pool of police 
candidates who have been prepared for a police career through 
on€ of three agency programs: 

1. The cadet program for those between the ages of 
17 to 25 with high school degrees, 

2. College internship for those pursuing a 4-year 
degree, and 

3. A community service offic~r (CSO) program for those 
desiring a career in police service but for reasons 
such as lack of a high school diploma are denied this 
opportunity. 

From these three diverse and distinct programs should surface 
sufficient numbers of highly qualified candidates to meet 
departmental goals of obtaining the best qualified officers. 
Furthermore, if an inadequate number of openings in the sponsor
ing agency occurred such that not all eligible cadets, interns, 
and CSO's could be absorbed, other Illinois police agencies 
would then be able to pick up these "blue-ribbon" candidates. 
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Student internship and cadet programs provide a valuable 
manpower resource for police agencies. The concept of interns 
and cadets is not new in Illinois. School internship programs 
such as that offered by Western Illinois University's Law 
Enforcement Administration Department have a long and excellent 
history of placing quality interns with participating police 
agencies throughout the State. Cadet programs also have been 
operated successfully in Illinois; the Elk Grove Village and 
DeKa1b cadet programs are two examples. 

The police agency sponsoring an intern or cadet program 
accrues numerous benefits that enhance recruiting and selection. 
To name a few of the most important benefits, it is ~enera1ly 
recognized that such programs can provide the age~cy with the 
means to: 

1. Draw minority members into police service and prepare 
them to compete successfully for vacant positions 
within the agency. 

2. Provide a framework for retention of high school 
graduates who would have excellent potential in 
police service, but because of the minimum age 
requirements of 21 are lost to business; industry, 
or higher educational institutions where keen 
competition exists for their services. 

3. Provide an excellent pre-employment orientation to 
police work that shapes the proper mental attitude 
~nd will carryover into everyday application when 
the candidate is hired as a regular police officer. 

4. Draw in college-educated applicants before they 
graduate. This will enrich the educational process 
while providing a proper balance to the formal 
learning process. 

It is the belief of the Illinois Standards and Goals 
Committee that cadet and internship programs offer police 
agencies a viable approach to bringing the college-educated 
candidate into police service. 

In the late 1960's and early 1970's college-educated 
police officers were seen as a panacea for many of the ills 
afflicting police service. However, this was never a concept 
that received unanimous backing by police practitioners. Time 
seems to be on the side of those who did not completely embrace 
this philosophy. While police are now better educated as a. 
whole, the question of whether pre-service education produces 
better police officers is still highly open to question, parti
cularly given the attitudes expressed by the public and criminal 
justice practitioners of Illinois. What in fact many police 
chief executives have seen in recent years has been large 
numbers of college-educated persons seeking positions in police 
service due to a less than favorable nationwide economic 
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climate coupled with a rise in salary and job,benefits for 
government employees. Generally, it can be said that most police 
chief executives consider a college-educated candidate preferable 
to one that is not, but gone is the day when credentials on 
paper indicate absolute potential for success. Rather, the new 
ethic seems to be "proved on paper, prove it in the field." 

A unique facet of this Standard is its incorporation of 
the additional concept of the community service officer. This 
concept first came into existence in the report by the President's 
Commission on Law Enforcement and Administration of Justice, 
The Challenge of Crime in a Free Society. A careful articula
tion of CSars-Tole within the department is laid out in that 
report. Illinois law enforcement practitioners felt that the 
scope of the csa as perceived by the President's Commission 
would not be totally compatible with the realities of police 
service in Illinois. Instead it was felt that the role of the 
CSO would be better suited to the performance of calls for 
service on a non-criminal or enforcement nature such as removal 
of a pet from a tree or an obstruction from a street. Primarily 
the duties of the CSO would be those outlined by the individual 
agency and could include station house duties such as booking 
arrested persons or manning the reception desk. The CSO can 
relieve police officers of minor duties and at the same time 
acquire valuable learning experiences directed toward future 
aspirations of a law enforcement career. 
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ILLINOIS STANDARD 11.4 

STATE MANDATED M1NIMUM STANDARDS FOR THE SELECTION OF 
POLICE OFFICERS 

Illinois should enact legislation establishing a State 
commission empowered to develop and enforce State minimum 
mandatory standards for the selection of police officers. 
This legislation'should provide that the commission represent 
local government. 

1. The majority of this commission should be composed 
of representatives of local law enforcement agencies to insure 
responsiveness to local needs. Police practitioners, other 
members of the criminal justice system, and local government 
officials should be selected as commission members for a fixed 
term. 

2. This commission should insure that standards are met 
by inspecting for local compliance, and certifying as competent 
to exercise police authority, only those police officers who 
have met the mandated standards. The commission should es
tablish minimum standards for: 

a. Physical health, strength and agility, stature, 
and ability, with consideration given to the physical 
demands of police work; 

b. Character, with consideration given to the respon
sibilities of police officers and the need for public 
trust and confidence in police personnel; 

c. Personality profile, with consideration given to 
the need for personnel who are psychologically healthy 
and capable of enduring emotional stress; and 

d. Education, with consideration given to the mental 
skills and knowledge necessary to perform the police 
function properly. 

3. The State of Illinois should provide sufficient 
funds to enable this commission: 

a. To employ a full-time executive director and a 
staff large enough to carry out the basic duties of 
the commission; and 

b. To meet periodically . 

4. The commission should be invested by the Legislatur~ 
with the adequate authority to enforce the minimum standards 
which are set up for the selection of police officers. Con
sistent with the authority for enforcement shall be a procedure 
of review or appeal of commission decisions affecting individual 
police agencies. 
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ILLINOIS COMMENTARY 

The Standards and Goals Committee felt strongly that a 
State Commission should be established to set State mandated 
minimum standards for the selection of police officers. It 
was the i r opin ion tha t ~m exis t ing agency having responsi bi 1 i ty 
for assisting police service in Illinois--such as the Illinois 
Local Governmental Law Eni0~cement Officers Training Board-
might logically be funded and staffed to perform this function. 

NAC COMMENTARY EXCERTPS 

The benefits of such a commission are obvious in the 
upgrading of the personnel inducted into the police service 
and in assuring the public of the professional character of 
their police. 

Although such commissions operate on the State level, 
they should not usurp local control of local law enforcement 
but should assist local enforcement agencies in their progress 
to'ward profess ional i sm. The makeup of commiss ions should, 
and in most cases does, assure the commission's responsiveness 
to the needs of local law enforcement. Some States require 
by legislation that the chief State prosecutorial officer be 
on the commission, but generally membership consists of local 
representatives including elected officials, law enforcement 
practitioners, and other members of the criminal justice system. 
The emphasis on local law enforcement representation is clearly 
justifiable. Who knows the problems and needs of local law 
enforcement better than local police executives themselves? 

The International Association of Chiefs of Police survey 
(The State of the Art 1970) on police selection and training 
reveals that 25 of the 33 States that have such commissions 
mandate local compliance with the State standards. For effective
ness alone, mandatory compliance with State standards is appro
priate. Illinois should empower its commission to inspect for 
compliance with the standards .... Failure of an individual to 
meet State standards should deny him employment as a police 
officer. 

ILLINOIS COMMENTARY 

It should be emphasized that the State standards do not 
require local agencies to arbitrarily hire applicants meeting 
these minimum standards. The local agencies will have addi
tional standards to meet their individual needs. However, 
those applicants not meeting the State minimum standards should 
not be employable in the police service of any Illinois police 
agency. 

The Standards and Goals Committee also expressed the 
opinion that the commission should have the authority to take 
enforcement action against those police agencies that knowingly 
fail to comply with the State selection standards. 
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NAC COMMENTARY EXCERPTS 

State commissions should address a wide range of 
standards and selection procedures to insure the selection 
of qualified police personnel. Each applicant must be 
measured in all dimensions, including mental ability, social 
skills, character, psychological health, as well as physical 
health, fitness, and stature. Prior to setting standards, 
commissions should define precisely the jobs to be filled 
and then establish standards that will'aid in selecting those 
who will do the job best. Careful analysis may reveal areas 
in which a slight departure from accepted police standards 
would be proper. 

Realistic physical standards are sorely needed in many 
~olice agencies today. The unduly burdensome requirement of 
20/20 vision has been successfully abandoned by a number of 
police agencies for more realistic standards, such as 20/70 
with an acceptable level of correction through eyeglasses. 
Physical strength standards cannot be abandoned: police 
officers still have to physically transport accident victims, 
chase fleet-footed burglars, and physically disarm dangerous 
persons. 

The effectiveness of a State commission governing the 
selection of police officers will depend upon proper repre
sentation of membership, proper staffing and funding, and 
the reasonableness of its standards. To accomplish its goals, 
the commission must have a competent staff to perform research, 
make recommendations, and inspect for compliance. A full-time 
staff is necessary for the proper execution of commission 
responsibilities. 

Funding to support the staff and compensate commission 
members is also important. Commissions m~y be funded directly 
from the State general fund or through a penalty assessment on 
criminal fines, as in California. The source of funding, how
ever, is not as critical as the level of financial support. 
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ILLINOIS STANDARD 11.5 

THE SELECTION PROCESS 

Every appointing authority immediately should employ a 
formal process for the selection qf qualified police applicants. 
This process should include a written test of mental ability 
or aptitude, an oral interview, a physical examination, a 
psychological examination, and an in-depth background investi· 
gation. 

1. Every appointing authority should measure applicants' 
mental ability through the use of job-related ability or ap
titude tests rather than general aptitude tests. These job
related ability tests should meet the requirements of Federal 
Equal Employment Opportunities Commission guidelines. 

2. Every appointing authority should retain the services 
of a qualified psychiatrist or psychologist to conduct psycho
logical testing of police applicants in order to screen out 
those who have mental disorders or are emotionally unfit for 
police work. 

3. Every appointing authority should use the results of 
psychological testing as a positive predictor of later perform
ance within the police service only when scientific research 
establishes the validity and reliability of such a predictor. 

4. Every appointing authority should conduct an in
depth background investigation of every police applicant before 
employment. The policies and procedures governing these in
vestigations at least should insure that: 

a. To the extent practicable, investigations are 
based upon personal interviews with all persons who 
have valuable knowledge of the applicant; 

b. The polygraph examination is used where appropriate, 
but is not allowed to substitute for a field investiga
tion; 

c. The rejection of police applicants is job related; 
d. Police applicants are not disqualified on the 

basis of arTest or conviction records alone, without 
consideration of circumstances and disposition; and 

e. The background investigation of police applicants 
be conducted by the police agency whenever possible, 

5. Every appointing authority should insure that no more 
than 8 weeks pass from the time of initial testing to final 
determination of employability; that applicants are promptly 
notified of the results of each major step in the selection 
process. 
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6. Every police agency should consider directing, into 
other temporary employment within the agency, qualified police 
applicants who because of a lack of vacancies cannot be employed 
immediately in the position for which they have applied. 

NAC COMMENTARY EXCERPTS 

Under the Extension Act of 1972 (Public Law 92-261) the 
authority of the Federal Equal Employment Opportunity Commission 
was extended to cover the employment practices of State and 
local government agencies. For all practical purposes, Federal 
courts have adopted the mental ability testing guidelines of 
the EEOC in the adjudication of civil rights cases alleging 
employment discrimination. 

The EEOC guidelines prohibit the use of any test that 
adversely affects the hiring of classes of persons protected 
by the Civil Rights Act unless the test has been validated 
and evidences a high degree of utility, and suitable alter
native tests are unavailable (Federal Register, EEOC Guidelines 
on Employee Section Procedures, 1970). Validation requires 
proof that the test will predict job performance or will detect 
important elements of work behavior connected to the job for 
which the candidates are being evaluated. Unfortunately, most 
written tests of mental ability, particularly IQ tests, have 
not been validated~ 

Police agencies that use unvalidated tests of mental 
ability or aptitude are liable to court action brought by the 
U. S. Department of Justice. A finding of discriminatory 
testing may lead to the court's ordering preferential hiring. 
Police administrators should retain the management of their 
own hiring practices by insuring that the selection procedures 
are legal. Rather than abandoning all formal tests of mental 
ability, an agency should validate current selection devices 
or replace them, if they cannot be validated, with some more 
appropriate technique. 

Police officers are subject to great emotional stress, 
and they are placed in positions of trust. For these reasons, 
they should be very carefully screened to preclude the employ
ment of those who are emotionally unstable, brutal, or who 
suffer any form of emotional illness. A growing number of 
police agencies have turned to psychological screening to 
eliminate those who are emotionally or otherwise unfit for 
the police service. 

The current usefUlness of psychological techniques, 
however, is limited to the elimination of those who are grossly 
unfit for the police service. Current psychological techniques 
lack the validity necessary to support any refined prediction 
of the level of future performance or success within the police 
organization. 
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The success of psychological testing of police 
applicants dep'ends heavily on the behavioral scientist who 
conducts the test~. He should possess a doctoral degree in 
a recognized behavioral science, earned from an accredited 
institution; have wide professional and practical experience; 
and understand the role of the police officer. A behavioral 
scientist who docs not agree with the role of the police 
officer--as defined by the governing body and the poli-ce chief 
executive--should have no part in the selection process. 

The police chief executive should select the behavioral 
scientist who conducts the psychological testing. His selec
tion should be based on demonstrated qualifications and per
formance. 

The need for public trust, respect, and confidence in 
the police service, and the responsibilities entrusted to 
police officers, preclude employment of the dishonest, the 
immature, the lazy, the immoral, or the unreliable. 

A background investigation permits the systematic 
collection and evaluation of data concerning an applicant's 
prior life including information concerning his educational 
history, work record, physical and emotional health, character, 
and integrity. Jewell Ross, in Police Selection. states 
that the purpose of a background or character iil~'estigation is 
threefold: to learn how a candidate has behaved under a wide 
variety of circumstances (and from this to base a prediction 
concerning future performance as a policeman), to verify all 
statements made by a candidate in his application, and to 
prevent the police agency from hiring a person who will prove 
unqualified. This avoids the damage that both the department 
and the individual suffer when he must be separated from the 
service. 

An adequate background investigation should be quite 
comprehensive, covering at least family data, education, employ
ment, medical and military history, residences, organizations 
and affiliations, references, credit record, and police record. 
Such data should be collected and evaluated prior to hiring 
a police candidate; this avoids the disruption of activities 
and the embarrassment that result from hiring someone who 
subsequently is found to have been unqualified for the job. 

As far as practicable, information concerning a police 
applicant should be gathered through personal interviews with 
persons who have knowledge of his activities. These persons 
should include his family, teachers, friends, neighbors, 
employers, supervisors, coworkers, and landlords. 

Correspondence by mail is an inferior technique for 
gPthering background data. Background investigators should 
not only strive to verify information already known about 
the candidate, but should seek to discover new information 
through investigating leads developed during in terview!5 or 
examination of records. Such leads are not readily developed 
through written correspondence or third person contacts. 
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Thorough investigation may involve considerable traveling, 
particularly in the case of out-of-town applicants, Investigtors' 
travels should be limited--perhaps to a SOD-mile radius or within 
the State. Investigation of candidates who have lived outside 
that area may be conducted by other police agencies through re
ciprocal arrangements. Agencies in Dallas, Tex.; Houston, Tex.; 
Miami, Fla.; Honolulu, Hawaii; and Los Angeles, Calif., have 
agreed to reciprocal investigations on a regular basis. 

The use of the polygraph as an investigative tool should 
be encouraged but should not replace background investigations. 
The polygraph may discover hidden facts concerning an individual's 
current or past life, but cannot provide such qualitative in
formation as an individual's reputation as a worker, or his 
ability to interact satisfactorily with others. 

Although the background investigation is vital and should 
carry as much, if not more, weight than any other phase of the 
selection process, information developed from this investigation 
should be weighed carefully. Grounds for the disqualification 
of a candidate should be related to the job for which he is being 
considered. 

Disqualification based solelY,on arrest records, without 
information on the disposition of the arrests, has already been 
tested in a suit brought before the Illinois Fair Employment 
Practices Commission (Oats v. City of Cairo, Charge NOL95-46, 
October 29, 1971). A black police applicant alleged discrimina
tjon on the ground that he had been rejected because of arrests 
although the facts and the disposition of the arrests were not 
disqualifying and the agency would have hired the applicant 
if they had been ascertained. 

The selection of police personnel is an expensive process 
that uses much manpower to hire a few qualified candidates. 
Police agencies should attempt to conserve resources by process
ing candidates in a cost-effective sequence. Some screening 
procedures cost considerably less than others, yet are likelier 
to eliminate a large percentage of the unfit. Savings are 
effected when written and oral tests are given prior to the more 
expensive steps such as background investigations, which are 
less likely to disqualify a candidate. 

Once a police agency has identified a qualified police 
applicant, it should make every effort to assure his eventual 
entry into that agency. When budgets are strained and the 
agency has its full personnel complement, it is not always pos
sible to offer immediate employment to qualified applicants. 
Therefore, there is a danger of losing the applicant to another 
police agency or to another career with prospects for immediate 
employment. One possible solution is to employ such personnel 
in a position other than police officer. With emphasis on the 
greater use of civilian personnel to perform tasks formerly 
aSSigned to police officers, it may be possible to hire the 
applicant temporarily in such a capacity. Police student worker 
programs offer another alternative. 
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IL.LINOIS COMMENTARY 

The Standards and Goals Committee noted that some 
Illinois police departments utilize non-police personnel or 
central personnel agencies to conduct background investigations. 
Without exception, the Committee was opposed to this practice. 
It is recommended that the background investigation of all 
police applicants be conducted by police personnel from the 
recruiting department. 

Unlike the Hon-po1ice personnel or central employment 
agencies, the experienced police officer, being a practitioner 
in police work, has acquired the necessary knowledge to adequately 
investigate applicants for police service. His knowledge and 
ability to collect background data more easily will in effect 
produce a more complete, comprehensive, and reliable investi
gation. 

Lengthy selection procedures often discourage applicants 
from pursuing police employment. This has been confirmed by 
studies and evidenced by the fact that many applicants pass the 
preliminary screening but fail to appear for subsequent medical 
or oral board interviews. By accelerating the selection process 
and promptly appraising the applicant's status, it can then be 
decided if an applicant is qualified for police work before he 
becomes committed to another career. As noted by the NAC, at 
a time of fierce competition for the best human resources the 
attrition brought about as a result of lengthy selection pro
cedures is detrimental to police departments. Every effort 
should be made to assure that qualified applicants be processed 
speedily lest they be lost to other careers where prospects 
for employment seem more likely. 
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ILLINOIS STANDARD 11.6 

ASSIGNMENT OF CIVILIAN POLICE PERSONNEL 

Every police agency should assign civilian personnel 
to positions that do not require the exercise of police 
authority or thf.1 application of the special knowledge, skills, 
and aptitudes of the professional peace officer .. To determine 
the proper deployment of civilian and swo""n personnel, every 
agency immediately: 

1. Should identify those sworn positions which: 

a. Do not require that the incumbent have peace 
officer status under local, State, or Federal statute; 

b. Do not require that the incumbent exercise the 
ful. police power and authority normally exercised by 
a peace officer; 

c. Do not require that the incumbent possess expertise 
whic4 can be acquired only through actual field exper
ience as a sworn police officer; and 

d. Do not contribute signi~icantly to the professional 
development of sworn personnel. 

2. Should designate as civilian thos~ positions that can 
be filled by a civilian employee according to the foregoing 
criteria. without reducing to an unsafe level the.number of 
~)worn personnel to adequatelY serve the jUl'isdiction of the 
agency; 

'. 
3. Should staff with qualified civilian personnel all 

positio~s designed for civilians; 

4. Should provide a continuing audit of all existing and 
future positions to determine the feasibility of staffing with 
civilian personnel; 

5. Should develop a salary and benefit ~tructure for 
civilian personnel commensurate with their position classifica
tions; 

a. These salary and benefit structures should be 
sub j ect to' not 'less than an annua 1 revi cw to in su re 
that the jobs performed by the civilian employee have 
not changed significantly from those tasks for which 
the civilian was initially hired; and 

b. Tn cases where significant change octurs" the 
salary and benefits should be adjusted to he commensurate 
with the job to insure that qualified personnel are 
hired and/or retained for that position. 
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6. Should insure that an opportunity for career develop
ment exists within each civi1.ian position classification where 
the nature of the position does not limit or bar such opportunity; 

7. Should conduct indepth personal background investigations 
of civilian applicrults for confidential or sensitive positions. 
These background inv6stigations should be as thorough as those 
of sworn applicants; 

8. Should provide civilian training programs that insure 
the level of proficiency necessary to perform the duties of 
each assignment; 

9. Should inform all civilian employees of the require
ments for sworn police status and interview them to determine 
their interest or desire to seek such status subsequently, and 
should record all information obtained during such interviews; 

10. Should assign those civilian employees who express 
a desire to seek sworn status later to positions that will 
contribute to their professional development as police officers; 
and 

11. No attempt should be made to determine what a standard 
ratio of civilian to sworn personnel should be. 

NAC COMMENTARY EXCERPTS 

Most positions within the police service must be filled 
by sworn personnel. It would be impractical, and sometimes 
illegal, to use civilian personnel in activities directly re
lated to crime such as regular patrol functions, vice investi
gations, and traffic enforcement. Nor can civilians fill 
positions requiring police experience, such as some supervisory 
or special investigative assignments. 

Positions within some agencies should be reserved for 
developmental training of sworn personnel, even though civilians 
might otherwise fill them. These pOSitions may include such 
duties as staff adjutant, research technician, or writers of 
orders, policies, or speeches, Any other positions which do 
not require the presence of a sworn officer shOUld be designated 
as civilian positions. In this manner, an agency may alleviate 
a critical shortage of sworn personnel in field-related assign
ments. By employing civilian personnel in selected staff, 
support, and line functions, agencie s can transfer sworn per
sonnel to assignments where they can have a direct effect on 
crime reduction. 

Police agencies should audit continually all positions 
and record any changes in the requirements for, or duties of, 
a particular position. When changes occur, the position should 
be reevaluated to determine whether a sworn officer or a quali
fied civilian can fill it best. For example, if a traffic 
control function formerly filled part-time by a sworn patrolman 
becomes a full-time job, perhaps a civilian could do it. Newly 
created positions should be closely scrutinized before sworn 
personnel are automatically assigned to them. 
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Many poice chief executives have discovered that 
employing civilians saves money. A trained police officer 
generally demands a significantly higher salary than his 
civilian coworker, especially in ,large agencies. Al though 
this is a valid management consideration, other factors must 
be weighed. 

To realize the greatest benefit from any program using 
civilians, an agency must attract civilian personnel who are 
capable of doing more than routine simple tasks. Ideally, 
the police agency should be in a position to pick the most 
qualified individual from several eligible applicants for a 
specific job. 

The way to obtain the best qualified civilian personnel 
is to establish a salary structure that is competitive with 
other employers seeking similar talents. It is unrealistic 
to expect a qualified forensic chemist to accept a job in a 
police crime laboratory if the salary is not comparable to 
that offered by private industry. 

Salary separation within position classifications should 
reflect the variation in job categories and should provide 
equitable pay at every classification level. The administrative 
assistant must receive a salary commensurate with the education 
and expertise he brings to the job. His salary must be sig
nificantly higher than that of an untrained clerk. Similarly, 
a skilled polygraph operator should be paid more than an in
dividual performing traffic control duties, for example. 

Career development within a particular occupational 
classification is also essential. No matter how attractive 
an agency's salary structure may be, individual incentive is 
stifled without an opportunity to advance. Too often civilian 
employees, having no rank or classification structure comparable 
to that of sworn personnel, are limited to salary advancements 
based solely on seniority or raises. Those few supervisory or 
management positions available to civilians are seldom vacated, 
so promotions are very limited. 

As more civilians are hired, more civilian supervisors 
will be needed. There is no reason to maintain first-level 
sworn supervisors over all civilian personnel. Therefore, 
if an agency considers the career development concept when it 
initiates its plan to employ civilians, career paths will be 
created as the program develops. 

For highly specialized positions, such as handwriting 
expert or criminalist, where one individual has d~veloped 
expertise and does not desire to move to another classification 
outside the field, the agency should insure sufficient salary 
incentives within the classification. 

Civilian personnel may be required to handle confidential 
and sensitive matters. Whether such matters relate to agency 
personnel, criminal activity, or arrestees, it is imperative 
that information be disseminated only to authorized persons 
through proper agency channels. Consequently, civilian employees 
who will have access to confidential matters should be investi
gated w;ith the same thoroughness as sworn personnel. The trust 
and loyalty of civilian employees runs just as deep as the trust 
and loyalty of sworn officers. 
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Many agencies have found that the extensive training 
in occupational classification given to sworn personnel is 
unnecessary for civilian personnel. Clerical personnel usually 
are hired on the basis of experience, while most other civilians 
are given on-the-job instructions. 

As civilians move into more police-related functions, 
however, the necessity for formalized training will arise. No 
one can be expected to enforce parking laws or control traffic 
flow if he is ignorant of traffic codes and vehicular movement. 
A civilian guard responsible for the security of a police ad
ministration building must know how and when to use his firearm. 
Several progressive agencies have already instituted specialized 
civilian training courses. 

People who apply for civilian jobs in police agencies 
often have an interest in regular police work. As they learn 
more about what the job entails, they become enthusiastic 
supporters of the police and spread the word in their communi
ties about what the police really do. Such persons often make 
good police officers. 

When individuals apply for civilian positions within a 
police agency, they should be informed, as a matter of course, 
of the prerequisites for sworn status. If they express interest 
in a regular police career, they should be contacted periodically 
to determine what course they have chosen. Adequate records 
should be kept of such interviews to insure that potential can
didates are not overlooked or forgotten. 

Interest'ed civilian personnel who fall short of the _ 
standards for sworn status should be encouraged to correct any 
deficiencies and counseled how to do so. Advice should be 
followed up. Too often, agencies lose outstanding personnel 
because a minor problem that could have been solved is viewed 
by the applicant as a major barrier. 

Civilian employees who have proved their interest in 
applying for sworn status should, if possible, be given assign
ments that will prepare them for police work. 

ILLINOIS COMMENTARY 

The general position of the Personnel Sub-Committee and 
the Standards and Goals Committee in regard to civilian personnel 
was aptly stated in the following comment of one Committee 
member: "If you can fill a job with a civilian, you should fill 
it with a civilian as opposed to a sworn officer." 

Employing civilian poli~e personnel in positions that 
do not necessarily require sworn personnel can benefit the 
overall effectiveness of the department. The police chief ex
ecutives discussing this topic felt encouraged by the trend 
of putting qualified civilians into selected roles and jobs 
traditionally performed by sworn officers. Too often police 
chief executives are faced with the crisis of fielding the 
maximum number of sworn officers with no new money forthcoming 
to hire additional officers, or even to pay overtime. Assign
ing tasks such as records clerk duty to a police sergeant, \ 
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for example, can no longer be defended. The use of civilian 
personnel in positions which do not require the presence of 
a sworn officer makes it possible to utilize a limited number 
of sworn officers more effectively in positions where they can 
have a greater crime reduction impact. 

Civilian manpower can be utilized by a police agency 
in numerous ways. Routine assignments such as police main
tenance, mail sorting, receptionist, and clerical duties can 
be assumed easily by civilian employees. Police cadets and 
interns are often used in this manner. The agency may also 
find it beneficial to employ qualified civilians in nlore 
technical areas in which internal expertise is lacking. For 
example, the Wilmette" Illinois Police Department employs 
a civilian social wO;'>'·;;er to handle counseling and crisis 
in terven tion. Over t~H~ past five years, this arrangement has 
enhanced the department's services and released regular sworn 
officers to pursue primary police objectives. 

One of the most important aspects of employing civilian 
personnel is developing approptiate job descriptions and 
qualifications for the position to be filled. In doing so 
attempts should be made to perceive future developments that 
may result in a change of requirements or duties for a parti
cular position. Failure to plan ahead in this respect may 
result in losses to the agency, both in terms of economy and 
employee morale. For example, one northern Illinois police 
department hired civilian radio operators without first develop
ing standards and qualifications for the position. Over a 
period of years the department acquired new, highly complex 
radio equipment that was beyond the capabilities of these 
civilian personnel. As a result, it was necessary to hire 
more skilled personnel to operate the equipment and those 
previously hired had to be utilized in other less effective 
ways, resulting in unnecessary monetary losses as well as in
ternal employee conflict. 

With the proper standards and monitoring, the use of 
civilian personnel has been demonstrated to be highly beneficial 
to police agencies throughout the country. As stated earlier, 
the Standards and Goals Committee supports the concept of identi
fying those positions within an agency which can be effectively 
handled by non-sworn personnel and staffing these positions 
with civilian manpower. However, the Committee expressed a 
strong concern over the possibility of having to meet future 
court-established fixed ratios of civilian to sworn personnel. 
The Committee is definitely opposed to this concept. The sole 
determinative of how many civilian employees are required in 
any police agency is directly related to the amount of work 
that diverts sworn personnel from their primary law enforcement 
functions and must be determined by the police chief executive. 
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ILLINOIS STANDARD 11.7 

RESERVE AND AUXILIARY POLICE OFFICERS 

Local, county and State police agencies utilizing re
serve or auxiliary police officers should reconsider and re
evaluate the role of such officers. 

1, Reserve and auxiliary police officers should not be 
used as a substitute for regular sworn personnel in delivering 
regular police service. 

a. Reserve police officers are defined as part-time 
personnel who assist the agency in an emergency or un
usual occurrence and who are not responsible for per
forming or delivering regular police service; 

b. Auxiliary police officers are defined as those 
part-time personnel who have full police powers, who 
regularly perform and deliver a scheduled portion of 
the agency's police service and whose services could 
normally be provided to the agency by full-time sworn 
police officers. 

2. When it is determined that an agency must utilize 
reserve police officers, the agency should: 

a. Limit the role of the reserVe police officers to 
the unarmed functions of traffic direction, non-hostile 
crowd control and assistance in natural disaster inci
dents; 

b. Establish minimum standards for the selection and 
training of reserve police officers; 

c. Provide adequate insurance coverage; 
d. Provide reserve police officers with uniforms 

which are separate and distinct from those worn by 
full-time sworn police officers. 

3. When it is determined that an agency must utilize 
auxiliary police officers, the agency should; 

a. Establish recruitment and selection criteria 
equivalent to those for regular sworn personnel with 
the exception of medical and age requirements; 

b. Provide auxiliary training equivalent to that 
provided regular sworn personnel; 

c. Insure that the auxiliary training program meets 
or exceeds State standards that regulate the training of 
regular sworn officer~; 

d. Establish an auxiliary in-service training program 
equivalent to that for sworn personnel; 

e. Furnish the auxiliary officer with the same uniform 
and equipment as a regular sworn officer; and 
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f. Require that an auxiliary officer perform his 
duties only under the direct supervision of a regular 
sworn officer. 

4. All reserve and auxiliary police personnel should be 
under the authority, control and direction of the police chief 
executive. 

ILLINOIS COMMENTARY 

The primary functions of police auxiliary officers, as 
indicated in the Illinois Revised Statutes, are to aid or direct 
traffic, to aid in the control of natural or man-made disasters, 
and to aid in the case of civil disorder as directed by the Chief 
of Police, provided that in cases where it is impractical for 
regularly sworn police officers to handle regular and normal 
police operation the police chief executive may direct auxiliaries 
to do so. 

Throughout Illinois, however, deviation from the above 
appears to be the norm rather than the exception. The actual· 
duties performed by auxiliary officers differ widely from agency 
to agency. In some southern Illinois communities auxiliaries 
are the primary police force; in other communities the first 
act of a new police chief is to dismiss the auxiliary force. 

Attitudes toward the use of auxiliaries varies among 
police chief executives. On the positive side, some police chief 
executives have found that auxiliaries can provide valuable 
services to the agency. In fact, Chief Louis L. Dreith of 
Bethalto, Illinois, commented that augmenting his regular full
time force with auxiliaries is an operational necessity. Chief 
Don Doneske of Riverside, Illinois, further pointed out that 
in addition to being an operational resource the auxiliary 
force can serve as a direct channel to community input and 
opinion. He analyzed the positive relationship with the aux
iliary force as being extremely important in his community 
because the auxiliary is formed from Riverside residents whereas 
no regular sworn police officer lives in the community. Un
fortunately, other police chief executives have not experienced 
success with their auxiliary forces. Many have disbanded aux
iliaries; others would like to do so but have refrained because 
of possible negative political repercussions. 

The divergency of opinion and widespread confusion over 
the exact role of the auxiliary officer led the Standards and 
Goals Committee and the P~rsonnel Sub-Committee to devote two 
meetings each to discussion of this standard. As a result of 
these meetings it was decided that the existing realities in 
Illinois in respect to the function of the auxiliary officer 
necessitated the development of a definitional role. Because 
the real activities of the Illinois auxiliaries differ from that 
described in the Statutes and among agencies, two classifications 
were established by the Committee to eliminate confusion. These 
two classifications, auxiliary and reserve, distinguish between 
those part-time police personnel who have full police powers 
and who regularly perform and deliver a scheduled portion of 
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the agency's police service (auxiliary) and those part-time 
police personnel who assist the agency in emergency or unusual 
occurrence situations and who are not responsible for per
forming or delivering regular police service (reserve). 

Although some police agencies must utilize reserve or 
auxiliary officers in order to maintain effective operations, 
heavy reliance on these personnel may prevent the police chief 
executive from obtaining more badly needed full-time officers. 
Auxiliary or reserve police officers should supplement 
not supplant the regular full-time force. Therefore, each 
police agency should reconsider and re-evaluate the role of its 
auxiliary or re~erve force. 

Wherever possible the role of the reserve or auxiliary 
police officers should be reduced or eliminated and full-time 
police officers should be used to replace the reserve or aux
iliary force. Often, good community crime prevention programs 
as discussed in Standard 3.2 can significantly reduce the 
need for reserve or auxiliary officers. When it is determined 
that an agency must utilize reserve or auxiliary officers, 
however, the guidelines listed in the standard statement should 
be followed closely to prevent unfavorable public relations 
and ignorance of or abuse of the authority granted the reserve 
or auxiliary force. 

Especially important in this regard is the need to 
provide adequte training to all reserve and auxiliary per~ 
sonnel. Police chief executives must insure that these per
sonnel are as highly trained and motivated as possible. The 
training given to auxiliary or reserve personnel should reflect 
the duties they perform and should be on-going in nature. Aux
iliary officers of the Riverside Illinois Police Department, 
for example; receive regular monthly training as well as the 
opportunity to attend all regular departmental training for 
sworn officers. If the individual police agency is too small 
to provide its own training, the police chief executive should 
make provisions for outside training for all auxiliary and 
reserve officers. 

Obtaining quality auxiliary or reserve officers is a 
frequent concern of police administrators. In Illinois, police 
auxiliary or reserve officer appointments are made by the mayor 
or village president as prescribed by statute. In some un
fortunate instances these appointments have become highly poli
tical. As a result the appointed officer may display a mis
placed loyalty to the appointing official rather than to the 
police chief eXlecutive who is charged with his command. The 
problem may become further intensified because the police chief 
lacks clear guidelines for disciplining or firing auxiliary or 
reserve officers. 

To cope with the managment problems involved with the 
hiring and command of auxiliary and reserve officers, the police 
chief executive should maintain a close liaison with local hiring 
authorities. Clear guidelines for discipline and dismissal 
should be jointly established and reviewed by all concerned. 
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ILLINOIS RECOMMENDATION 11.8 

JOB-RELATED ABILITY AND PERSONALITY INVENTORY TESTS FOR 
POLICE APPLICANTS 

It {s recommended that a competent body of police 
practitioners and behavioral scientists conduct research to 
develop job-related mental ability and aptitude tests, and 
personality profile inventories for the identification of 
qualified police applicants. 

1. This research should identify the personality pro
file, mental skills, aptitude, and knowledge necessary for 
successful performance of various police tasks. 

a. The functional complexity of the police mission 
in urban and nonurban law enforcem~nt should be defined 
specifically, following a comprehensive analysis of the 
police tasks involved in each environment. 

b. Various mental skills, knowledge levels, and 
personality profiles should be defined and matched 
to the urban and nonurban police function. 

2. Based on results of this research, tests, or test 
models and personality profile norms, should be developed and 
validated to determine reliably whether an applicant is quali
fied to perform the tasks of the position for which he applies. 

3. The Law Enforcement Assistance Administration and the 
Illinois Law Enforcement Commission should fund and maintain 
a broad-based liaison between researchers and practitioners to 
encourage appropriate application of research results and to 
insure the flow of field information essential to continuing 
research. 

ILLINOIS RECO~WENDATION 11.9 

DEVELOPMENT AND VALIDATION OF A SELECTION SCORING SYSTEM 

It is recommended that a competent group of police 
practitioners, behavioral scientists, and professional per
sonnel administrators research, develop, and validate a selec
tion scoring system based on physical, mental, psychological, 
and achievement characteristics that are reliable and valid 
predictors of police officer performance. This group: 

1. Should identify those characteristics that are 
valid and reliable predictors of a police applicant's value- ,-
to himself, the police agency, and the pub1ic--as a police officer; 
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2. Should determine the relative values of characteris
tics, and levels within characteristics, as predictors of police 
officer performance, and should develop a system for represent
ing these values numerically and combining them to arrive at 
a score; and 

3. Should recommend for various types of police agencies 
operating under various conditions the minimum qualifying scores 
that validly and reliably predict performance that warrants 
hiring, and provide any technical assistance necessary for the 
agency to validate these scores and the criteria on which they 
are based. 

4. The Law Enforcement Assistance Administration and the 
Illinois Law Enforcement Commission should fund and maintain 
a broad-based liaison between researchers and practitioners to 
encourage appropriate application of research results and to 
insure the flow of field information essential to continuing 
research. 

NAC COMMENTARY EXCERPTS 

The modern police executive should be vitally inte~ested 
in recruiting and selecting the best human resources available. 
The police function is growing more sophisticated, placing 
greater demands on its personnel. As the law becomes more 
complex, so does the police officer's role. As social disorder 
increases, so does the challenge to law enforcement. 

Two traditional means of determining the suitability of 
police applicants are the measurement of mental ability and 
aptitude and the assessment of personality. A certain level of 
mental ability is necessary in a competent police officl~r, and 
personnel with serious personality defects do not perfol'm satis
factorily. The measurement and evaluation of both should 
remain part of the selection process. 

This is particularly true in regard to tests for mental 
ability or aptitude, because these tests may have an inherent 
negative effect on the induction of minority group ?crsonnel. 
It has been pointed out by a number of psychologists that the 
cultural gap between the majority and persons of an ethnic 
minority can account for significant differences in test re
sults while not necessarily predicting a significant difference 
in on-the-job performance. 

The use of psychological screening has not achieved its 
full potential either. Presently the process is limited to 
identifying candidates who are grossly unsuited for the police 
service. Its potential to predict job performance and thus 
identify the best qualified candidates has not been realized. 
In the interest of professionalism and police effectiveness, 
these tools should be developed to realize their full potential. 
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ILLINOIS COMMENTARY 

Illinois enjoys the status of being on6 of only a few 
states that hnve statewide validated testing for police appli
cants. One motivating factor for the development of validated 
testing was to meet ever increasing attacks by government 
agencies, such as the Equal Employment Opportunity Commission, 
on police testing and scoring methods. The new tests now in 
wide usage seem to have stood the legal test in terms of fair
ness to all job candidates. Testing provided in this State 
now covers the following areas: 

1. Reasoning ability 8. Variable disposition 

2. Impulse control 9 . Work reliability 

3. Realistic judgment 10. Listening ability 

4. Social restraint 11. Self improvement 

5. Self control 12. Financial reSpOl'lS ~b iIi ty 

6. Self confidence 13. Like for authority 

7. Enthusiasm 14. Work interest 

At present analyses of personnel failure rates are not 
yet complete, the work being approximately a year behind 
schedule. However, one would assume that appointing authori
ties and practitioners would be satisfied that validated tests 
are in wide use throughout the State. Such is not universally 
the case. In the Personnel Sub-Committee meeting varying view
points were expressed. One police chief executive stated that 
although today's tests are far better than anything used in 
the past, he was not totally satisfied. Another police chief 
executive pointed out that some poll~e chief executives had 
tracked the succeSS/failure ratio of the tests and were dis
satisfied with the results. While today's testing is un
doubtedly more sophisticated than most past practices, many 
police chief executives have noted a need for more reliable 
testing. . 

Out of the 64 areas of police services listed in the 
Criminal Justice System Survey conducted for this report, 
Illinois police Chief executives ranked recruitment and selec
tion as upper-middle among their priorities for Standards and 
Goal~ development (see Appendix B). In the same survey,. 
criminal justice practitioners as a group ranked recruitment 
and selection as their number one priority. Clearly this 
indicates the need for improved methods of selecting poli.~~e 
candidates. While Illinois is far ahead of most states in 
the area of testing and selection, it is still apparently 

- 347 -

-------------.---~-------~ 



years away from satisfying appointing authorities, police chief 
executives, and criminal justice practitioners. Therefore} 
the Standards and Goals Committee has promulgated Recommendation 
11.8 and 11.9 to help solve existing problems and promote a 
more effective method of selecting qualified and competent police 
applicants. 

Perhaps two df'the most significant problems underlying 
the existing dissatisfaction are a lack of sufficient practi- . 
tioner input into the development of testing materials and a. 
lack of research indicating why candidates fail after appoint
ment. What is needed is an interdisciplinary group that in
cludes a heavy representation of practitioners to assist re
searchers in overcoming the problems in present testing mechanics 

F and methodologies. 
Another important area of concern to appointing author

ities has been the expense of testing. Until a less expensive 
testing package is developed, appointment authorities should 
consider the following. At present $32.00 per person is the 
going rate for the battery of written tests. Over a one-year 
period, Des Plaines, Illinois had 400 plus candidates, which 
required an expense of approximately $13,000 for a portion of 
a process that resulted in only 27 finalists. This, however, 
should not be viewed as an area of major impasse. As pointed out 
by Clifford W. Van Meter, Director, Police Training Institute, 
University of Illinois, this expense must be weighted against 
the fact an officer who progresses from patrolman, sergeant, lieu- e 
tenant to chief over 20 years will earn $367,500 in salary at 
present earning levels. 

The La1v Enforcement Assistant Administration and the Tllinois 
Law Enforcement Commission were singled out as the only agencies 
that can make these recommendations a reality. These two agencies 
can disperse the money necessary to fund the recommended study 
groups. Moveover, there exists within these organizations the 
means to insure on-going liaison between practitioners and re
searchers through their respective monitoring mechanisms. 
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ILLINOIS STANDARD 12.1 

STATE LEGISLATION AND FISCAL ASSISTANCE FOR POLICE TRAINING 

Illinois should continue to legislate mandatory minimum 
basic training for police, A representative body should be 
maintained to develop and administer training standards for 
police and financial support for mandated training for police 
on a continuing basis to provide the public with a common 
quality of protection and service from police employees. 

1. Illinois should enact legislation that mandates min
imum basic training for every sworn police employee prior to 
to exercise of authority of his position. 

2. Illinois should continue to support the concepts and 
objectives included in the Illinois Local Governmental Law 
Enforcement Officers' Training Board act and should provide 
adequate and stabilized funding on a continuing basis for the 
administration of training standards and programs for police. 

3. Illinois should fully fund all mandated training. 
Reimbursement to participating agencies should include salaries, 
tuitions, living costs and travel expenses related to the de
livery and acquisition of such training. 

ILLINOIS COMMENTARY 

In a project sponsored by the Illinois Law Enforcement 
Commission, Midwest Research Institute (MRI) conducted a study 
of Illinois compliance with the NAC Standards on training. In 
respect to the present standard, the study indicated: 

Illinois is in near compliance with this standard. 
The Illinois Local Governmental Law Enforcement 
Officers Training Board (ILGLEOTB) was created in 
August 1966 by the Illinois Police Training Act. 
The board was created to certify police training 
curricula, training facilities, and instructors; and 
to provide to those agencies that decided to parti
cipate a 50 percent reimbursement for the total cost 
of sending a person to the prescribed recruit train
ing course. 

Originally, the Training Act provided a program'of 
training for recruits only. However, in 1967, the 
Act was amended to cover all types of police train
ing including basic, advanced, specialized and in
service courses. The Act was amended again in 1975 
to require that all full-time local law enforcement 
officers appointed after January 1, 1976 must success
fully complete the prescribed basic training course 
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within the first six months of their initial 
employment. Home rule units and elected county 
sheriffs are exempt from the mandatory provisions 
of the Act. However, all but eight of the 87 
home rule municipalities participate on a volun
tary basis. Of these eight, one is under contract 
with the Cook County Sheriff for its police ser
vices. The populations of the remaining seven 
communities range from 282 to 6,601. 

In addition, Public Act 79-652, passed that same 
year, requires successful completion of a 24-hour 
course in use of firearms by all municipal and 
county peace officers appointed after January 1, 
1976 prior to being allowed to carry or use a 
firearm. Home rule units are not exempt from this 
requirement. 

Full compliance would require making the Act appli
cable to all sworn law enforcement officers prior 
to the exercise of police authority and provide 
100 percent reimbursement of all training costs. 

As expressed at the Committee and Sub-Committee level, 
the views of Illinois police practitioners are in accord with 
the findings of MRI. However, the practitioners' concerns 
went beyond the MRI recommendations. 

To begin with, the Standards and Goals Committee felt 
it very necessary that the Illinois Local Governmental Law 
Enforcement Officers Training Board (ILGLEOTB) receive the 
necessary funding to increase staff for this standard to be 
truly effective. This additional staff would develop and 
administer training standards for police. In a telephone 
interview with Mr. Mervin G. O'Melia, Executive Director of 
ILGLEOTB, it was learned that the Training Board hopes to 
add at least three more police specialists to field positions 
in fiscal 1978 and '79. This standard would probably require 
three more persons in addition to the three presently proposed. 

Another point unique in view of past practice and tra
dition in Illinois is the acceptance of the NAC's concept of 
training the recruit before utilizing him at length in the field. 
The fact that Illinois practitioners and police chief executives 
endorse this concept opens the door for future action in this 
respect. 

In yet another area, the need for full funding of train
ing was discussed and endorsed by the Committee .. Although it 
was recognized that it was unlikely the Illinois legislature 
would move in this direction in the immediate future it is a 
desirable goal. Reimbursement at less than the statutory rate 
has been the reality in Illinois for the past several years. 
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• While by law the police agency is supposed to receive 50 
percent reimbursement of the cost of training, it was pointed 
out by Mr. O'Melia that disbursement of fiscal 1977 funds was 
75¢ on the proposed dollar or to use an example given by Mr. 
O'Melia: "If the department training cost is $2,000, the 
reimbursement is supposed to be $1,000, but the actual re
imbursement will be $750." 

One method shown to work in other states, to alleviate 
this chronic shortage of funds was presented as a House Bill 
to the Illinois legislature. It was proposed that the cost of 
police training be underwritten by those who break the law. 
On all motor vehicle and criminal offense convictions an 
additional minimal monetary sum would be charged the guilty 
party(s). This revenue would then be used for training Illinois 
police officers. Although the b~ll did not pass into law, 
continuing efforts should be made by police chief executives to 
pursue this form of legislation as a reasonable method to in
sure adequate funding for police training. 

Because police training is essential to realizing the 
police practitioner's endorsed commitment to full police service 
for all Illinois citizens, Illinois legislators should be made 
aware of the importance of this standard and urged to support 
or maintain its full implementation. 
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ILLINOIS STANDARD 12.2 

PROGRAM DEVELOPMENT 

Every police training facility should immediately develop 
additional, effective non-basic training programs, the length, 
content, and presentation of which will vary according to 
specific subject matter, participating police employees, and 
agency and community needs. ' 

1. Every police training facility shoUld insure that the 
duration and contents of its training programs cOver the subjects 
every police employee needs to learn to perform the tasks he will 
be assigned. 

2. Every police training facility should design specific 
courses according to the performance objectives of the course 
and should specify what the trainee must do to demonstrate 
achievement of the performance objective. 

3. Every police training facility serving more than one 
police agency should enable the police chief executives of 
participating agencies to identify and choose for their per
sonnel elective subjects in addition to offering the minimum 
mandated training. 

4. Every police training facility should insure that 
its training programs satisfy State standards for police train
ing as well as meet the needs of participating police agencies 
and that its training is timely and effective. These measures 
should at least include: 

a. Regular review and evaluation of all training 
programs by an advisory body composed of police prac
titioners from participating agencies; 

b. Periodic field observation of the operations of 
participating police agencies by the training staff; and 

c. Continual critique of training programs through 
feedback from police employees who have completed the 
training programs and have subsequently utilized that 
training in field operations and from their field 
supervisors. 

NAC COMMENTARY EXCERPTS 

Much police training has been dictated by reactions to 
crises. One police middle manager in Chicago, Ill., suggested 
that whenever a police problem or public incident arises it 
becomes a training problem requiring a change in curriculum. 
When a new subject is added or an existing subject is expanded, 
the course is seldom lengthened. Therefore, some subject must 
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be shortened or eliminated. Often the police chief executive 
decides what to add, and the training director decides what to 
cut. The eagerness of the police chief executive and of the 
training staff to be responsive has resulted in frequently 
changed, haphazard curricula. 

The number of hours in a police training program is not 
as important as r.ontent and student ability. Subjects taught 
should be geared to the needs of a specific agency. There are 
similarities and differences in police training needs. Dif
ferent individuals assimilate training material at different 
speeds and levels of competence, but virtually no police train
ing program takes this into account. 

The IACP's Police Reference Notebook lists complete basic 
police training programs of 200 to 600 hours. The length of 
many police training programs is based on what the agency finds 
practical and convenient~-not necessarily wrong--but at best, 
training program lengths currently used are minimal. 

The content and even the length of similar courses could 
vary for different agencies. Basic police training will vary 
for State police, highway patrol, and police in rural, urban, 
high density, low density, or resort areas. However, the train
ing must be sufficient to prepare the employee to perform his 
specific job acceptably. Although subjects are covered in the 
academy, police students frequently have not learned what is 
expected of them when they graduate. 

Police recruit officers enter training with varying 
degrees of knowledge, skills, and abilities. The basic train
ing program should bring all students up to a predetermined 
level of knowledge and skill. The duration of the course may 
be too long for some students and too short for others. But 
as long as the lockstep method of training is used, the course 
should be long enough to bring the majority of students to the 
predetermined level of efficiency. Those who fall short should 
be given remedial training, and if that fails, should be ter
minated. Too often there are no instructional objectives, or 
they are set too low to equip young men properly for the police 
job. 

Once course contents and duration are established, 
program objectives should be developed. Instructional methods 
that enable police candidates to progress most rapidly toward 
these objectives should be used. Moreover, procedures to eval
uate the trainee's progress toward the objectives should be 
implemented. 

According to Dr. Robert Mager, educator, and author of 
Preparing Instructional Objectives, persons interested in 
transmitting skills and knowledge to others must answer three 
important questions: What should we teach? How will we know 
when we have taught it? What materials and procedures will 
work best to teach wh~t we wish to teach? Not only must these 
questions be answered to instruct effectively, but they must be 
responded to in the order they are listed. Few police training 
programs answer the~e questions. 
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Once performance objectives have been selected, they 
must be communicated to the learner. Objectives are fully 
realized only when the trainee can demonstrate mastery. A 
clearly stated objective succeeds in communicating to the 
learner a visual conception of a successful trainee's skills 
at the end of the course or at the end of part of the course. 
A statement of specific course objectives is not explicit 
enough to be useful until it indicates how the instructor 
intends to sample understanding. The teacher must describe 
what the learner will be asked to do to demonstrate his under
standing. Thus the statement that communicates best will be 
one that describes the expected terminal behavior of the 
trainee. Such a statement should identify and define the 
desired behavior as well as specify the criteria of acceptable 
performance. 

Specifying the minimum acceptable level of demonstrated 
ability for each objective creates a performance standard 
against which instructional programs can be assessed; it can 
then be readily ascertained whether or not a program has been 
successful in achieving the instructional intent. 

Undoubtedly, one of the most obvious ways to indicate 
a lower limit of acceptable performance is to specify a time 
limit for completion of an activity. For example, the evalua
tion of rapid fire on a pistol course is directly contingent 
upon completion within a specified period of time. Time limits 
often are imposed upon trainees more informally when they are 
told how much time will be allowed to complete a written ex
amination. 

Other criteria of successful performance may be in the 
form of a minimum acceptable number of (1) correct responses, 
(2) principles that must be applied in a given situation, or 
(3) principles that must be identified. 

Time limits and minimum numerical scores are not neces
sarily essential. What is essential is that there be a reli
able, accurate method to measure trainee performance according 
to stated performance objectives. 

Evaluation and critique enable the training staff to 
find out how effective it has been in achieving performance 
objectives. The information gained from evaluations and 
critiques can also be used to justify changes in course content 
and instruction, for overall program improvement, and for 
administrative purposes such as justifying training expenses 
or additional personnel. 

An advisory board consisting of members of participating 
agencies insures that programs remain responsive to agency 
needs. Line police officers should be included because they are 
in close touch with job reality. 

Training staffs usually are removed from daily police 
operations. To be sensitive to current operational needs, they 
must be required to conduct field observations with all parti
cipating agencies and maintain constant liaison with the oper
ational force. 
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Chicago, Ill., requires that lead instructors attend 
regular departmental staff meetings in their instructional 
areas. The agency also permits all instructors to perform 
tours of field duty, up to a week in duration, to assist them 
in maintaining subject relevancy. 

The successful trainee can provide valuable assistance 
in improving the program. After these employees have been in 
the field they should be brought back periodically to the train
ing center, or the training staff should go to them, to discuss 
the good and bad points of the program. The employees and their 
immediate supervisors, probably better than anyone else, know 
the deficiencies of the program . 

. ILLINOIS COMMENTARY 

Police officers share a common obligation with doctors 
and lawyers in the continual need for refinement of their skills 
through training. In Illinois, a wide range of programs are 
available for both certified and noncertified police officers 
through the Illinois Local Governmental Law Enforcement Officers 
Training Board (ILGLEOTB). The degree to which Illinois police 
officers avail themselves of these programs cannot be accurately 
determined, but some figures are available. 

For instance the ILGLEOTB 1976 Annual Report, citing 
figures from in-service officer training provided by the Police 
Training Institute (PTI), at Champaign, Ill., for that year 
indicates that 2,000 officers completed one of 32 different in
service courses offered. In addition, during the same year 
another 192 took advanced training at the Police Training In
stitute. This is a sizable achievement given the agency's 
modest budget and the fact that an additional 1,146 police re
cruits were trained in the same year. 

Performance objective instructional methods enhance the 
value of police programs to the officer being trained and also 
enable program managers to assess the success of the program 
in terms of whether it is accomplishing its stated purpose. 
Clifford W. Van Meter, Director of the Police Training Institute, 
pointed out that the Training Institute began using this method 
for recruit basic training in January, 1977. In February, 1978, 
the results will be evaluated by PTI staff and a report of 
findings will be presented to the ILGLEOTB in March of 1978. 
Critiques of the new method by students and instr~ctors are 
favorable thus far according to Director Van Meter. 

In-service training is the manner in which old skills 
are refined and new skills learned. It is an essential part 
of all police careers. Programs must continue to be reviewed 
so that police training will remain responsive to the needs 
of the citizens of Illinois. 
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ILLINOIS STANDARD 12.3 

PREPARATORY TRATNING 

vide 
ment 
ized 

Every police agency should take immediate steps to pro
training for every police employee prior to first assign
within the agency, and prior to assignment to any specia1-
or supervisory function requiring additional training. 

1. Every sworn police employee should satisfactorily 
complete a minimum of 400 hours of basic police training. 
In addition to traditional basic police subjects, this training 
should include: 

a. Instruction in law, psychology, and sociology 
specifically related to interpersonal communication, 
the police role, and the community the police employee 
will serve; 

b. Assigned activities a.way from the training facil
ity to enable the employee to gain specific insight 
in the community, criminal justice system, and local 
government; 

c. Additional training counselling for individuals 
who are deficient in their training performance but 
who, in the opinion of the training staff and employing 
agency, demonstrate potential for satisfactory per
formance; and 

d. Additional training by the employing agency in 
its policies and procedures, if basic police training 
is not administered by that agency. 

2. During the first year of employment with a police 
agency, and in addition to the minimum basic police training, 
every police agency should provide full-time sworn police 
employees with additional formal training, Goached field 
training, and supervised field experience through methods that 
include at least: 

a. A minimum of 6 weeks of field training with a 
sworn police employee who has been trained as a field 
training officer; 

b. Rotation in as~ignments to familiarize the 
employee with varying operational and community exper-
iences; . 

c. Documentation of employee performance in specific 
field experiences to assist in evaluating the employee 
and to provide feedback on training. pr.Qgram effecti ve
ness; 

d. Self-paced training material, such as correspon
dence courses, to assist the employee in acquiring 
additional job knowledge and in preparing for subsequent 
formal training; 
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e. Regular meetings between the coach, the employee, 
and the training facility staff to identify additional 
training needs and to provide feedback of training pro
gram effectiveness; and 

f. A minimum of 2 weeks' additional training at the 
training facility after one year's employment in field 
duties. 

3. Every police agency should provide un-sworn police 
employees with sufficient training to perform satisfactorily 
in specific assignments and to provide them with a general 
knowledge of the police role and the organization of the police 
agency. 

NAC COMMENTARY EXCERPTS 

The British police historian Charles Reith wrote of 
police training in the United States, "It can be said of police 
training schools that the recruit is taught everything except 
the essential requirements of his calling, which is how to se
cure and maintain the approval and respect of the public whom 
he encounters daily in the course of his duties." While this 
is still partially true today, several police training programs 
are tackling this shortcoming. 

New police officers take courses in sociology, psychology, 
and related subjects in order to gain understanding of human 
values and problems. This knowledge makes the policeman more 
effective, increases his personal satisfaction, and reduces 
tension in public encounters. These courses should be tailored 
to the public function of the specific agency and community. 
Police training academies are properly turning to the local 
colleges and consultants for development, presentation, and 
evaluation of courses in this area. 

How much training and education is necessary to develop 
. a new employee into a police officer? The answer is not known. 
Recommended basic police training progra.m lengths are value 
judgments based on tradition, common sense, and what little 
analytical information is available. 

In 1967, the President's Commission on Law Enforcement 
and Administration of Justice in The Challenge of Crime in a 
Free Society recommends that an "absolute minimum of 400 class
room hours" be established for basic police training. The 
IACP survey in 1970 disclosed that 33 States had laws requiring 
basic police training, but that only 19 States required 200 
or more hours of instruction. The range of required hours 
extends from 72 to 400. 

However, basic police training programs of 400 or more 
hours of classroom work are not uncommon. The basic police 
training program and its length reflect the degree of the police 
agency's and local government's commitment to quality police 
service. 
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In todayls complex society, police officers must receive 
the best preparation possible. Foul' hundred hOUTS of formal 
training and education, therefore, are once again recommended 
as a minimum for the basic police course. Once this minimum 
level is achieved, agencies can continue to build and experiment 
with further basic training and various educational approaches. 

ILLINOIS COMMENTARY 

The following excerpt is taken from the Midwest Research 
Institute's report of Illinois compliance with NAC standards 
for police training. It refers to NAC Standard 16.3, Prepara
tory Training. 

The Chicago Police Department fully complies with 
this standard while the Illinois State Police and 
Cook County Sheriff's Police corne close to full 
compliance. Other Illinois police agencies are in 
partial compliance. 

The Illinois Local Governmental Law Enforcement 
Officers Training Board requires, within 6 months 
of employment, 240 hours of basic training for all 
full-time sworn police officers from all local 
agencies except those in horne rule cities. Three 
of the five police training schools certified by the 
board to provide basic training offer more than 
240 hours. 

The Chicago Police Department provides continuous 
training for its recruits throughout their entire 
first year of employment. The program begins with 
630 hours of basic training at the police academy, 
followed by 14-15 weeks of advanced training which 
consists of alternating 2-week units of supervised 
field training and school. The final 3 months of 
the program is devoted to remedial and reinforcement 
training as required. 

In addition, the Chicago Police Department provides 
a 350-hour basic course for police recruits from 
other police departments. It also provides a pro
gram for its civilian personnel. 

The Cook County Sheriff's Police Academy provides 
a 360-hour course plus 3 months of supervised field 
training; the Police Training Institute of the 
University of Illinois (PTI) and Belleville Area 
College Police Academy, provide the minimum 240-hour 
course. Approximately 20 of the departments which 
send their personnel to PTI for basic have a formal 
field training program with supervision by field 
training officers. 
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The Illinois State Police Academy provides 1,019 
hours plus 3 to 5 months of supervised field train
ing for its own personnel. The Academy has also 
been certified to provide 258 hours of basic train
ing to local law enforcement officers. 

It should be noted that the Police Training Institute 
does provide a l4-week, 560-hour basic training course on a 
demand basis~ The course includes a two week assignment of 
the recrui t to work with his departmC"Lt' s field tra.ining of
ficer. 

In general, the Illinois police practitioners discussing 
this standard accepted its substance. However, further com
ment was considered necessary in the following four areas: the 
400-hour basic training requirement, the role of the training 
coach, the concept of pre-specialization or supervisory train
ing, and the need for the employing agency to insure a continu
ation of basic training covering the community and/or environ
ment in which the officer will work. 

The discussion of the mandatory 400 hours of training 
touched on two fundamental areas--philosophy and finance. Police 
practitioners representing smaller agencies questioned the philo
sophy of sending an officer away for training and discovering 
that he returns overly trained in view of the work performed and 
problems faced by police officers in very small rural communi
ties. This problem may be further intensified by the burden of 
financing the cost of having an officer away from the department ~ ... 
for any length of time. While these two areas do create problems 
for smaller agencies, the State has tried to ease departmental 
compliance through its policy of reimbursing the employing 
agency. 

Another area discussed and identif~ed for particular 
attention was the role of the field training officer. This 
individual will have a major impact on the remainder of the new 
officer's career. It is not uncommon for a new officer on his 
first patrol to be told by the veteran officer accompanying him: 
"Forget everything you learned in training, I'll tell you the 
way it really works." This is precisely the situation police 
chief executives want to avoid. Therefore, the individual 
selected for the important function of training coach must be 
the best person the agency has in terms of personifying the 
ideals and level of professionalism sought in all personnel 
employed by the agency. 

The concept of training prior to supervisory responsi
bility or specialization was endorsed by the Committee, but 
this progressive step is not without certain obstacles. Execu
tive Director, Mervin G. O'Melia of the Illinois Local Govern
mental Law Enforcement Officers Training Board, pointed out in 
a telephone interview that he'knew of only one city in the 
United States which has really attempted pre-supervisory train
ing. Thus a move in this direction would be most innovative, 
In today's criminal justice system, pre-specialization training 
is almost a must. 
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One problem which may occur in mandatory pre-supervisory 
training was pointed out by Clifford W. Van Meter, Director of 
the Police Training Institute. This problem is based on rank. 
If the supervisory position is one of rank only and job func
tions remain the same, such as with a sergeant or lieutenant 
in a 1-10 man department; or if it is a temporary appointment 
to an exempt position for example, would mandatory appointment 
really be necessary? As Mr. Van Meter stated, "Until police 
departments have defined the duties and responsibilities of 
the supervisory position, any mandatory move in this direction 
will be ineffective." 

It is very important that every police agency insure that 
its officers are prepared to perform the responsibilities re
quired in the particular community or environment in which they 
will work. Individual police agencies should assume the 
responsibility for any additional training needed in this re
gard. 

Implementation of this standard should have a positive 
effect on the level of police performance in Illinois. While 
experience serves to develop response modes to specific situa
tions, it is the formal training process that provides the basic 
foundation of knowledge and skills on which experiences can be 
evaluated. 
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ILLINOIS STANDARD 12.4 

INTERPERSONAL COMMUNICATIONS TRAINING 

Every police agency should immediatley develop and improve 
the interpersonal communications skills of all officers. Police 
training programs approved by the Illinois Local Governmental 
Law Enforcement Officers Training. Board should, where appropri
ate, include subjects to develop and improve the interpersonal 
communication skills of all officers. These skills are essen
tial to the productive exchange of information and opinion 
between the police, other elements of the criminal justice system, 
and the public; their use helps officers to perform their task 
more effectively. 

1. WherB appropriate, an outside consultant should be 
used to advise on program methodology, to develop material, 
to train sworn officers as instructors and discussion leaders, 
and to participate to the greatest extent possible in both the 
presentation of the program and its evaluation. 

2. In addition, police agencies should develop programs 
such as workshops and seminars that bring officers, personnel 
from other elements of the criminal justice system, and the 
public together to discuss the role of the police and partici
pants' attitudes toward that role. 

3. Every recruit training program should include instruc
tion in interpersonal communications, and should make appro
priate use of programmed instruction as a supplement to other 
training. 

NAC COMMENTARY EXCERPTS 

The police deal with people and their problems under 
circumstances of stress; this can lead to misunderstanding. A 
policeman must issue clear instructions to bring order out of 
confusion and conflict. He must understand human nature and 
the dynamics of communication, and must recognize the motivations 
and behavior of persons, particularly under stress. 

Police officers are regularly confronted by violent 
crime and its victims~ They witness the hardships and suffer
ing that accompany crime and disaster, and often see humanity 
at its worst. They must perform their police duties in the 
midst of emotional turmoil. 

Self-defense mechanisms may cause a policeman to become 
impervious to the emotional crises that surround him. Recog
nizing that he cannot remain objective and perform his job in 
the emotional excitement of an event, he must develop an ob
jective and impersonal bearing. This is not easily accomplished. 
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In suppressing his emotions, a pbliceman may appear 
hard or cold. His ability to communicate may be impeded by the 
impersonal bearing he may acquire. A mature, seasoned officer 
may resolve these conflicts by exhibiting a friendly sympathetic 
attitude to people, while remaining objective and unemotional 
during periods of stress. The mature officer is not haunted 
by these problems at the end of his working day. Police train
ing in interpersonal communications should be designed to develop 
these attitudes. 

The selection process for police officers is designed 
to eliminate candidates who have serious character defects. 
However, officers come from the community and may share its 
prejudices. Prejudice, consciously or subconsciously; distorts 
and adversely influences communication; preconceptions prevent 
people from understanding what others say and mean. 

Because they are continually exposed to people at their 
worst, officers' prejudices may be intensified during service 
unless supervision and training are provided to remind them of 
the limits of their experience. Officers must be taught to 
recognize and deal with their prejudices. Training should give 
them insight into the nature of prejudice and its effect upon 
their performance. 

Such training should rest on a single standard for fair 
and equal treatment of all persons. Training that emphasizes 
special ethnic group handling skills may actually create bias. 
Change in attitude should be regarded as a desirable byproduct, 
rather than the primary objective of such training. 

Discriminatory decisions and practices resulting from 
prejudic6 destroy the trust that is essential for public support. 
Through leadership and example, training and discipline, officers 
must be convinced that discrimination in any form cannot be 
tolerated in public service. 

Agencies that have initiated in-depth training have 
had to draw upon outside professional assistance to develop 
courses y present material, and train police instructors. Few 
police agencies have officers trained professionally to give 
instructions in interpersonal communications skills and human 
relations. 

Agencies often find that police officers resist being 
taught by outsiders. Nevertheless, outside professional assist
ance should be retained to advise the agency on methodology, 
to develop instructional material, and to train sworn police 
instructors. When possible, outside instructors should be 
used to present material that requires professional knowledge 
and understanding. 

ILLINOIS COMMENTARY 

The Midwest Research Institute, in its compliance com
parison between existing Illinois police training and the 
NAC's standards on training, made the following comments in 
reference to interpersonal communications training: 
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Ie Every (Illinois) recruit training program includes 
a minimum of 22 hours related to human behavior 
(Police Training Institute gives 32 hours) and 
interpersonal relations. Some programs give signi
ficantly more. Most of this standard is beyond the 
scope of the State's formal training proBram. 

The importance and immediacy of this standa:td are em
phasized by the results of the surveys completed for this 
Report (see Appendixes A & B). For instance, "direct citizen 
contact ll was indicated as an area of immediate concern by all 
criminal justice components. Likewise, "human relations train
ing" was evaluated by the responding individual occupational 
groups as being in need of immediate attention for standard 
and goal development. Law enforcement personnel, in particu
lar, recognized this need by ranking it 6.9 on a scale of 7. 
Finally, the category of "inter- criminal justice area liai!'!.:on" 
was also given a high priority ranking. In fact, non-executive 
police officers ranked this topic as one of their most immediate 
concerns. 

It can be seen from the above that the Illinois crim
inal justice system as a whole and law enforcement, specifi
cally, recognize the existing shortcomings in interpersonal 
communications training. A police recruit cannot be expected 
to cope and communicate with the complex spectrum of humanity 
he will come in contact with. However, as a police officer it 
is imperative that he have certain basic insights into human 
behavior. Eventually the officer's abilities to communicate 
with all with whom he comes in contact will increase and 
become refined, but recruit training programs must lay the 
foundation for this future development. 
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ILLINOIS STANDARD 12.S 

INSERVICE TRAINING 

Every police agency should provide for annual and 
routine training to insure effective performance throughout 
every sworn employee!s career. 

1. Every police agency should provide 40 hours of formal 
inservice training annually to sworn police employees. This 
training should be designed to maintain, update, and improve 
necessary knowledge and skills. Employees should receive 
training with persons employed in other parts of the criminal 
justice system, local government, and private business when 
there is a common interest and need. 

2. Every police agency should recognize that formal 
training cannot satisfy all training needs and should provide 
for appropriate decentralized training. Such training should 
include, but not be limited to: 

a. The utilization of audio-visual equipment com
patible with training material available to the police 
agencies; 

b. Home study materials available to all police 
employees; 

c. Periodic I-day on-duty training programs directed 
at the specific needs of the police employee; and 

d. A library available to all agency personnel con
taining current professional periodicals, training 
bulletins and publications. 

3. Every promotional authority should insure that the 
information presented during annual and routine training is 
included, in part, in the promotional process. Satxsfactory 
completion of training programs should be recorded in the 
police employee's personnel file. 

NAC COMMENTARY EXCERPTS 

Rollcall and other fOI'ms of decentralized training have 
worked in some agencies but not in others. Some failures 
occur because supervisory .and command personnel are not com
mitted to this training; this results in lack of organizational 
support, abSence of instructional material and equipment, 
limited preparation time, and poor instructors. 

Police agencies have attempted to fill this void 
printed training bulletins and the IACP Training Keys. 
are valuable supplements to decentralized training, but 
are not sufficient alone. 
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First level supervisors should be involved in daily 
training because they are responsible for their officers' field 
performance and can judge the effectiveness of the training. 
Although the supervisor should be briefed in advance on training 
material, he should be essentially an additional training re
source, not the principal instructor. 

Although management has a responsibility to see that 
training material reflects the agency's philosopy, it should 
not keep too tight a rein on methods of instruction. Experi
enced training officers often know the best way to arouse and 
maintain the interest of the first-level employees. 

Arranging time for training programs is a major obstacle 
to decentralized training. Some successful programs have been 
implemented through a 4-day week, lO-hour day; I-day training 
programs; compensated overtime; use of low-activity time; and 
on-duty participation by radio contact. 

Other considerations for daily training include arrange
ments for individual as well as group instruction, material con
centrated on topics related to the trainee's current tasks, and 
uniform quality and content throughout the agency. 

Progra;ms should be flexible enough to reach all personnel 
regardless of'where their duty posts are, what hours they work, 
and the degree of their police experience. They should also be 
flexible in hours of presentation; the agency should be able to 
present some form of training at any time of day. The emphasis 
should be on learning through participation. 

Police agencies should use technological devices for 
training. Audiovisual programs can be developed that are in
teresting and instructive. They can be operated on a 24 hour 
basis and instructors can control quality and content. Audio
visual presentations are most effective when followed by group 
discussion and text material. 

Programs consisting entirely of lectures and written 
material are usually comparatively dull and less likely to 
get the message across. Training films are inflexible, often 
outdated, and usually so general that instructors must adapt 
their lessons to make them useful for a particular agency. 

Many police agencies have found that slide tape presen
tations meet many of their needs. Chicago, Ill., has developed 
probably the most extensive library of such presentations. 
The IACP's Sight/Sound Library is used for many departments. 
Slide tape allows an agency to insert slide photographs of its 
own employees for greater audience appeal. Recent developments 
have made it possible to use the slioe tape principle in pro
gramed lesson presentation that requires audience participation. 

Home study or correspondence prQgrams can be used to 
train employees who are unable to attend formal programs or 
who desiro to pursue subjects in more depth or topics which 
are not part of the formal training. Quality name study pro
grams are not in widespread use in the police field and cannot 
be considered a substitute for formal and routine training. 
However, home study programs have advantages over some tradi
tional methods of police training because they can be completed 
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at the participant's own pace and, if seriously undertaken, 
can indicate indivj~ua1 initiative and perseveran~e. 

The most extensive police home study program is con
ducted by the Chicago; Ill., Police Department. Begun in 
1963, the program has offered 159 courses of instruction to 
nearly 51,000 police employees. In the April 1972, trimester, 
3,200 agency employees and ~20 outside police agency employees 
were students. In addition to many traditional police topics, 
the program presents such courses as the history of violence 
in America, the challenge of crime in a free society, and 
organized crime. It uses national commission reports as texts. 

Many subjects that should be covered between annual 
inservice training programs require more time than is normally 
available on a day-to-day basis. Weaponless defense, weapons 
training, and unusual occurrence control tactics are typical. 
There are ,other training needs peculiar to a specific geo
graphic area or to specific working hours that should be con
ducted on a group basis. Aqencies must determine how to make 
time available to accompl ;,::..: t.his training. 

A primary factor in ~~3 success of the Chicago, Ill., 
home study program is the assistance it gives enrollees in pro
motional examinations. In the 1966 Chicago sergeants' examin
ation, 45 of the first 50 men on the list had taken home study 
courses; and in the 1967 detectives' examination, 23 of the 
first 25 took part in the study program. 

Within the police service, an employee's personnel folder 
represents his occ.upational resume, is important in the pro
mo'tional process) and is considered in competition for special-
ized assignments. ' 

These factors stimulate participation in police training 
and education. If a pOlice agency is committed to effective 
training, it will insure that training achievements are recorded 
and that they become an integral part of the promotion process 
and weigh favorably on other aspects of a career. 

ILLINOIS COMMENTARY 

The results of the surveys conducted for this Report 
indicate that police chief executive~ and criminal justice 
practitioners alike recognize the high level of importance of 
inservice training (see Appendixes A & B). The Standards and 
Goals Committee concurs with their view". Because effective 
police performance is critically tied to continual training, 
annual inservice training programs should be provided for by 
every Illinois police agency to insure that all sworn officers 
are kept abreast of new t~chnology and ever-changing law enforce
ment methods and requirements. 

According to the report on Illinois police training 
prepared by the Midwest Research Institute, Illinois is in only 
partial compliance \vi th the companion NAC standard on inservice 
training: 
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Illinois partially complies. The Illinois Local G~vern
mental Law Enforcement Officers Training Board is 
authorized to certify refresher and inservice training, 
advanced courses, supervisory training, and specialized 
training in any of its certified schools. 

Everyone of the certified schools currently provides 
such training. Attendence at these training programs 
is generally on a voluntary basis. However, the Chicago 
Police Department, Cook County Seriff's Police, 
Evanston Police Department and various other departments 
require a minimum of 4P hours of inservice training for 
all full-time police officers. Inservice training is 
also required for the state police. The Chicago program 
was cited as highly innovative by the NAC. 

However, discussion of the Standards and Goals Committee 
members in terms of their own agencies and others known to them 
would tend to indicate that the number of Illinois agencies 
meeting or surpassing the annual 40-hour requirement is extensive. 
Perhaps, what is needed is a method of collecting statistics on 
the number of personnel trained and the nature and extent of the 
inservice training provided by police agencies around the State. 
Results of this study eouId then be utilized by the Illinois 
Local Governmental Law Enforcement Officers Training Board 
(ILGLEOTB) and/or the Police Training Institute (PTI) to review 
their present offerings and insure that these offerings com
plement and supplement those provided by employing agencies. 
Without such statistical data, the only facts on numbers of 
persons receiving ins~rvice training may be those supplied by 
the PTI to ILGLEOTB. 

During 1976 and 1977, PTI conducted a state-wide survey 
of police training needs. The response most indicated by police 
chief executives was !IAn inservice refresher course for exper
ienced officers". A forty hour course, to meet this need, has 
been developed and will be offered by PTr in 1978. 

This standard may cause concern in some smaller agencies. 
A goal of 40 i.ours annual inservice training may seem ambi tious 
in light of their already beleaguered budgets and the fact that 
small agencies are hard pressed to release personnel for even 
routine time off. However, this is an area that presents abun
dant opportunity for small police agencies to combine their 
efforts in regionwide training. Presenting annual training 
on a regional basis will foster cooperation and coordination 
between police agencies in addition to reducing training costs 
for individual departments. 
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ILLINOIS STANDARD 12.6 

INSTRUCTION QUALITY CONTROL 

Every police training facility should develop immediately 
quality control measures to insure that training performance 
objectives are met. Every training program should insure that 
the instructors, presentation methods, examination techniques 
and training material are the best available. 

1. Every police training facility should present all 
training programs with the greatest emphasis on student-oriented 
instruction methods to increase trainee receptivity and parti
cipation. Training programs should include at least one of 
the following: 

a. Active student involvement in training through 
instructional techniques such as role playing, situa
tion simulation, group discussions, reading and re
search projects, and utilization of individual trainee 
response 5ystems; passive student training such as the 
lecture presentation should be minimized; 

b. Where appropriate, team teaching by a police 
training instructor and a sworn police employee 
assigned to field duty; 

c; The use of audiovisual aids; 
d. Preconditioning materials, such as correspondence 

courses and assigned readings, made available prior to 
formal training programs; 

e. Self-paced, individualized instruction methods 
for appropriate subject matter; and 

f. Where appropriate, computer assistance in the 
delivery of instruction material. 

2. Every police training facility should restrict formal 
classroom training to a maximum of 30 trainees. 

3. Every police training facility should insure that 
all its instructors are certified by the State agency respon
sible for certifying police training by- requiring: 

a. Certification for specific training subjects 
based on work experience and educational and profes
sional credentials; 

t. Satisfac.tory completion-of a: State-certified 
minimum 80 hour instructor training progra~ or its 
equivalent; and . . 

c. Periodic renewal of certificatioh based in part 
on the evaluation of the police training facility. 
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4. Every police training facility should distribute 
instructional assignments efficiently and continually update 
all training materials. These measures should include: 

a. Periodic monitoring and evaluation of the presen
tations of every police training instructor to assist 
him in improving the effectiveness of his methods and 
the value of his materials; 

b. Rotation of police training instructors through 
operational assignments or periodic assignment to field 
observation tours of duty; 

c. Use of outside inst:uctors whenever their expertise 
and presentation methods would be beneficial to the train
ing objective; 

d. Continual assessment of the workload of every 
police training instructor; and 

e. Administrative flexibility to insure efficient 
use of the training facility staff during periods of 
fluctuation in trainee enrollment. 

5. Every police training facility should review all 
training materials at least annually to determine their current 
value and to alter or replace them where necessary. 

6. The Illinois Local Governmental Law Enforcement 
Officers Training Board should develop requirements for the 
use of objective based curricula and evaluation techniques as 
a condition of certification of training programs and instructors. 

ILLINOIS COMMENTARY 

Quality instruction is a foremost concern of the Standards 
and Goals Committee. It was agreed upon that certification of 
police training instruction will assure the highest level of 
competence in this regard. However, the Committee did recognize 
that there are problems involved with any certification program 
and felt that the mechanics of the certification program should 
rest with the program administrators in concert with practitioner 
input. 

In the past Illinois has had a general program in this 
area under the auspices of the Illinois Local Governmental Law 
Enforcement Officer? Training Board (ILGLEOTB). The following 
excerpt from the Midwest Research Institute's report on Illinois 
police training described the state of compliance with the NAC 
standard on instruction quality control: 

Illinois is in partial compliance with this standard. 
The Illinois Local Governmental Law Enforcement Officers 
Training Board is required to adopt rules and minimum 
standards for certification of training schools includ
ing minimum requirements for instructors. Present rules 
and regulations of the board provide only generalized 
standards. For example, Article XII states: 
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"Instructor shall 'have a sufficieI)t educational 
background and/or experience necessary to meet 
the instructional demands that will be made 
of him;" and liThe instructor shall be a man 
of personal integrity and have a sincere interest 
and desire to impart his knowledge and exper-
. " lence ... 

The board is currently in the process of studying more 
specific requirements for instructor certification. 
Criteria being examined include education, experience, 
professional credentials, formal instructor training, 
and expe:rtise. 

The current Illinois situation in relation to this 
standard reflects a recent development that was brought to the 
attention of the Standards and Goals staff in a telephone 
interview with Mervin G. O'Me1ia~ Executive Director, ILGLEOTB. 
According to O'Melia, instruction quality control for police 
training is an ILGLEOTB concern and has been a topic at 
several Illinois Police Training Directors' Conferences. He 
stated that in the Spring of 1977 an Ad Hoc Committee was 
appointed to study the feasibility of establishing a vigorous 
certification program for police training. It was the deter
mination of that Ad Hoc Committee that such a program would not 
be feasible at this time because the required staff and funds 
did not exist. Clifford W. Van Meter, Director of the Illinois 
Police Training Institute, was also interviewed regarding 
certification for police instruction in Illinois. As pointed 
out by Van Meter, certification programs sound good in theory 
and on paper, but when one is tried the mechanics become over
whelming. And, it could be added, so do the start up costs 
involved. 

The present situation should not deter those seeking 
to implement this standard. Instead, they should push effec
tively for the necessary personnel and money to make the 
certification portion of this Standard succeed. 

Until this can be accomplished, however, continuing 
emphasis must be placed upon monitoring and evaluating train
ing as it is being delivered in the classroom. Student cri
tiques coupled with profeSSional practitioner selective moni
toring of instructor presentations are essential and valuable 
tools for the training agency and police chief executives. 
The need for quality instruction of police personnel is an 
ever-present need which must not be compromised. through pro
crastination or expediency. 
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ILLINOIS STANDARD 12.7 

POLICE TRAINING FACILITIES 

Illinois should guarantee the availability of State
approved police training to every sworn police employee. The 
State should encourage local, cooperative, and regional police 
training programs to satisfy State training requirements. When 
these programs cannot satisfy the reqilirements, police training 
centers should be established by the State. 

1. The State should provide appropriately geographically 
located full-time facilities for all local police basic train
ing, except Chicago, with adequate expansion area, police 
driving range, and firearms and physical training facilities. 

2. Where appropriate, police agencies should establish 
cooperative training programs or otherwise combine their 
resources to satisfy specialized or inservice police training 
standards or .other training needs. 

3. The State should develop means for bringing non
basic training to employees of police agencies where it is 
impracticable or inefficient to bring these employees to the 
nearest training center. 

4. The State should encourage police agencies io parti
cipate in specialized training offered through academic insti
tutions, government agencies, and professional and business 
organizations. 

ILLINOIS COMMENTARY 

The Midwest Research Insti tute, in its compliance ~';tudy 
of existing conditions in Illinois and the NAC standard on 
which this standard is based, found that: 

Illinois complies substantially wi th this standard .. 
The availability of state-approved training is 
guaranteed to all full-ti,me s'\'lorn lm'l enforcement 
officers. Training programs are strategically 
located throughout the state. In order to fully 
comply with tJlis standard, Illinois would need to 
guarantee the availability of approved training 
programs to part-time sworn law enforcement officers 
and to require training academies to operate at least 
9 months a year. 

According to Mervin G. O'Melia, Executive Director 
of the Illinois Local Governmental Law Enforcement Officers 
Training Board, the level of basic training has stabilized 
in Illinois and the present facilities are adequate to handle 
this need as well as the current level of inservice training 
being requested. 
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The State of Illinois should take the lead to insure 
a concerted effort to take non-basic training to the police of
ficer in the field. Several methods are at present available 
to achieve this. State agencies and/or facilities should be 
used to make training available at the local and regional level. 
Further, the start up funds for the development of these types 
of training programs should be underwritten by the State. 
Among the methods of delivering the non-basic training could be 
closed circuit television, video cassettes, training films, non
traditional instruction and even computer assisted education such 
as the PLATO system developed at the University of Illinois. 
Clifford W. Van Meter, Director, Police Training Institute, 
pointed out in a telephone interview that: "Police Training 
Institute is currently conducting basic research to develop a 
pilot computer assisted course on report writing for law enforce
ment officeTs." If this program is successful the long range 
implications are that police in Illinois would benefit-greatly. 
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ILLINOIS STANDARD 13.1 

POLICE SALARIES 

The State of Illinois, county boards, and local govern
ments should establish and maintain salaries that attract and 
retain qualified sworn personnel capable of performing the 
increasingly complex. and demanding functio'ns of police work. 
A salary review procedure should be established to insure the 
automatic annual adjustment of p01ice salaries to reflect the 
prevailing wages in the local economy. 

1. Every local government should immsdiately establish 
an entry-level sworn police personnel sa1ary that enables the 
agency to c\~pete successfully with other employer.s seeking 
individuals Jf the same age, intelligence) abilit'J:~es, integrity, 
and education. The following should be considered: 

a. The employment standards of the agency; 
b. The specific police functions performed by the 

agency; 
c. The economy of the area served by the agency; 

and 
d. The availability of qualified applicants in the 

local labor market. 

2. Every local government should immediately establish 
a wide salary range within its basic occupational classifica
tion, with the maximum ~alary sufficient to retain qualified 
personnel by providing them with the opportunity for signi£i
cal~; salary advancement without promotion to supervisory or 
management positions. 

3. Every local government should immediately establish 
a salary review procedure to insure the automatic a"l!'\ual adj ust~'" 
ment of police salaries to reflect the prevailing wades in the 
local economy and to meet the competition from other employers. 
The criteria applied in this annual salary review procedure 
should not be limited to cost of living increases, average 
earnings in other occupations, or other economic considerations 
which, applied in isolation, can inhibit effective salary ad
ministration. 

4. Every local government should immediately establish 
a sufficient salary separation between job classifications to 
provide promotional incentives and to retain competent super· 
visors and managers. . 

5. Every local government should immediately provide 
its pOlice agency's chief executive with a salary that i~ ~ 
equivalent to that received by the c'hief ex~cutive of othef! 
governmental agencies. 
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6. Every local government should' immediately establish 
wit~~~ its salary structure a merit system that rewards demon
str~d excellence in the performance of assigned duties. 

7. Every local government should immediately establish 
or maintain a police salary structure separate and distinct 
from that of any other government agency. 

NAC COMMENTARY EXCERPTS 

Salaries in private business are based on wages paid by 
competitors, productivity in relation to wages, union qemands, 
and other variables. Police salaries, and other public service 
wages, are determined by local officials representing the people. 
Salaries are influenced by tax resources and the priorities set 
by the voters. Yet police officers, likp, everyone else, find 
their standard of living and their self esteem affected by how 
much they earn. They often regard salary as a reflection of how 
highly the service they provide is regarded by those they serve. 

Local governments must establish salary priorities in 
expending the limited funds at their disposal. Some public 
officials advocate the "wall-to-wall cops" saturation theory and 
maintain present salary levels in order to add.as many new per
sonnel as possible. They argue that this will ultimately effect 
a significant reduction in crime. However, the quality of police 
applicants is likely to be marginal where police salaries are 
inadequate, and dissatisfied incumbent officers will perform 
poorly. 

A more satisfactory alternative is the establishment 
of salary incentives for incumbent personnel. Such incentives 
may take the form of salary i~creases, educational bonuses, 
merit pay, or any combination of these. These measures raise 
performance levels of incumbent officers and, at the same time, 
attract high caliber police applicants. Long term crime reduc
tion through quality professional police service is the result. 

Effective and workable salary structures must be estab
lished in all police agencies. Any salary program must be im
plemented according to guidelines which are clearly understoo~ 
by employees and administrators alike. Only then will the 
police service be in a position to employ and retain a suffi
cient number of qualified personnel to meet the increasing 
demands imposed upon it. 

Every police agency should employ the most qualified 
personnel available. Competition in today's labor market is 
keen, however, and will become more so in the future. Unless 
the policci service can compete successfully, the most qualified 
candidates for police positions will go to other employers. 

A police agency must compete not only with neighboring 
pn~ice agencies for qualified candidates, but with other em
ployers within the criminal justice system, other government 
services, business, industry, the trades and the military. All 
are seeking capable, educated, and ambitious young men. Despite 
stiff competition, the manpower is available if the police service 
is willing to enter the competition. 
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In many agencies the inability to retain qualified 
per,sonnel is an even more immediate problem today than recrui t
ment. There are many variables that cause this problem; the 
most fundamental is that, with managerial promotions necessarily 
limited in all agencies, officers in the basic rank find their 
earning potential seriously impaired by the narrow salary range 
within their classification. 

It is evident that the real police salary crisis is 
concentrated within the basic rank. The answer to that crisis 
is the opportunity for substantial salary increases without the 
necessity of promotion to a management rank. This solution 
helps retain qualified workers at the basic rank while in
directly encouraging only those with genuine desire and ability 
for managment positions to seek them. 

The police salary structure must be flexible enough to 
handle changing conditions inside and outside the agency. In
ternal conditions that may affect an agency's salary structure 
include changes in organizational structure, workload, and 
deployment plans. Salaries may also have to be adjusted in 
accordance with changes in duties, assignments, or priorities. 
External conditions may have an even greater impact on salaries-
economic fluctuations such as infl~tion and recession, and, 
the attendant increases and decreases in the cost of living 
bear directly upon an employee's degree of satisfaction with 
salary compensation and the government's ability to provide 
that compensation. 

Every q.gency should also have some internal mechanism 
to adjust salaries when necessary. Whether or not salary-related 
fluctuations actually occur, the agency should review its salary 
structure annually to insure that all salaries are equitable and 
competitive. The prevailing wages within the area can be deter
mined accurately. Annual adjustments can then be imposed ac
cording to this det~rmination; annual salary adjustments be
come automatic. Although prevailing wages are the most valid 
criterion for arriving at annual salary adjustments, they do not 
constitute an isolated "magic formula" for police salary deter
mination. The police service is unique, and there are many 
other criteria that should ba applied. The prevailing wage 
should be merely the foundation for these criteria. 

It is an established principle of administration that 
salary should correspond to the duties and responsibilities 
of the position. Consequently, supervisory and managerial 
positions with their wide range of duties and responsibilities, 
offer higher salaries than corresponding worker positions .. The 
difference should be sufficient to encourage appropriately 
qualified employees to seek promotion to managerial and super
visory positions and to remain in them. 

Salary separation also henefits recruitment because /! 
police applicants, in determining their career earning potentia~, 
often evaluate agency promotional opportunities. Where salary 
separation is wide, polrce candidates are promotion-oriented 
from the outset of their careers .. 
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The police chief executive, as head of the government 
agency directly responsible for maintaining public order during 
one of the most dynamic periods in the Nation's history, should 
be paid a salary at least equal to that of the chief executive 
of any other governmental agency at the same level, regardless 
of function. 

A workable and competitive salary plan should reward 
employees for superior achievement, individual initiative, and 
demonstrated excellence in job performance. A salary incentive 
is needed to distinguish the outstanding performer from the 
mediocre one. Too often the salaries of civil servants are 
based on classification level and job tenure, rather than on 
demonstrated performance. The development of a formal merit 
pay system will enable an agency to provide employees salary 
compensation commensurate with performance. 

Each agency should designate the highest salary level 
within each classification as a merit step. Agencies without 
internal authority to evaluate the performance of the chief 
executive should seek another source to consider his eligibility 
for merit pay. Because the merit step is the highest salary step 
within each classification, an employee will necessarily have 
served a specified time before he becomes eligible. At that 
time, he should be evaluated according to his overall job per
formance and, only when merited, elevated to the top step. Un
less an employee's performance has been at least satisfactory, 
his merit pay should be withheld until he becomes eligible for 
another evaluation. Merit pay should be considered a privilege 
that is earned or retained on the basis of job competence) 
not a right extended to every individual. An employee receiving 
merit pay who performs unsatisfactorily should revert to his 
previous salary level. 

To avoid the rumors and misinterpretations that often 
accompany such an innovative concept, the agency should provide 
a tho~ough explanation of the merit plan to all employees. Upon 
implem0ntation of the plan, employees should be provided with 
a method of airing their grievances or pointing out inequities 
in the system. To further preserve the integrity of the merit 
principle, every agency should insure that complete objectivity 
is exercised in the awarding of merit pay, and that favoritism 
or personal antagonisms do not enter into the evaluation pro
cedure. 

ILLINOIS COMMENTARY 

Illinois police administrators recognize the need for 
highly skilled and educated police officers in light of the 
complexity of today's police problems. They must also recognize 
that to attract such individuals their salary plan needs to 
become competitive with private business seeking the same type 
of individual. Salaries and benefits presently offered in the 
police career field have become attractive to a large segment 
of job seekers in the more urbanized areas of the State. How
ever, in some Illinois communities the average police officer's 
salary is $500 a month before taxes! 
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One reason police salaries remain at this low level 
may be tied to the fact that in Illinois minimum police salaries 
are mandated by statute. The Illinois Revised Statutes set 
the following minimu~s: 

The salary to be paid to a policeman in any 
municipality with 5,000 or more inhabitants, but 
with less than 25~000 inhabitants, shall be not 
less than $500 per month. The salary to be ~aid 
to a policeman in any municipality with 25~000 
or more inhabitants, but with less than 50,000 
inhabitants, shall be not less than $550 per 
month. The salary to be paid to a policeman in 
any municipality with 50,000 or more inhabitants, 
but with less than 250,000 inhabitants, shall be 
not less than $600 per month. 

While the purpose of such a statute is laudable, at its 
present level it may be holding back attempts to achieve a 
higher salary for police officers in some sections of the State. 
The minimum salary level must be reviewed as soon as possible 
by the State legislature and be raised to a level reflecting 
the current median level of compensation received by police 
officers, It is a tragedy for the citizens of Illinois to lose 
~ fully trained, highly motivated police officer to the coal 
mines, for example, because the coal miner's hourly wage 
exceeds the police officer's salary. 

Partial funding of police salaries by the State is one 
suggestion that has been proposed for raising the level of 
police salaries. However, the members of the Standards and 
Goals Committee are in definite opposition to this concept. 
In addition to the added responsibility of bureaucratic obliga~ 
tions included with the use of State funds there is also the 
possibility of eventual de facto State control over local police 
departments receiving such funding. 

Employment of police officers based on State monies f~r 
that purpose was considered by the Committee to be unfair both 
to the officer employed and the citizens being protected. There 
can be no guarantee that the State legislature will annually 
fund a given police officer's position in perpetuity~ There
fore, unless the officer's community has established a deadline 
to begin fully funding State financed positions the practice 
can only end in disaster for all concerned. 

The problems existing in regard to proper compensation 
for police personnel are not insoluble. Their elimination can 
come about by modifying existing State mandated minimum salary 
levels reflecting the economic climate of the State. Every 
department should strive for a level of compensation more com~ 
petitive with other career fields requiring equally qualified 
individuals. Police career officers do not expect to become 
wealthy, but they are deserving of a salary recognizing the 
unique service role they play in our society. 
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ILLINOIS STANDARD 13.2 

POSITION CLASSIFICATION PLAN 

The State of Illinois and every local government should 
establish immediately a broad police classification plan based 
upon the principle of merit. The plan should include few 
position classifications but multiple pay~grade levels within 
each classification to enable the agency's chief executive to 
exercise flexibility in the assignment of personnel. The plan 
should also provide, within the basic position classification, 
sufficient career incentives and opportunities to retain 
qualified generalists and specialists in nonmanagement positions. 

1. Every police agen~y with more than three levels of 
classification below the chief executive should consider the 
adoption of three broad occupational classifications for sworn 
personnel, to permit mobility within each classification and 
salary advancement without promotion. The three fundamental 
classifications should include: 

a. A patrolman-investigator classification for the 
generalist and sp~cialist at the basic rank level; 

b. A supervisor-manager classification for super
visory and midrnanagment personnel; and 

c. A command-staff classification for police execu
tive and administrators. 

2. Every agency's classification plan should include, 
within each position classification, several pay grade levels, 
each of which requires a certain degree of experience, skill, 
and ability, or which entails the performance of a specialized 
function. The plan should provide compensation commensurate 
with the dutie~ and responsibilities of the job performed, 
and should permit flexibility in the assignment of personnel. 

3. Every police agency should provide career paths that 
allow sworn personnel to progress not only as managers but 
as generalists and specialists as well. Nonmanagerial career 
paths should provide the incentive necessary to encourage 
personnel with proven professional and technical expertise to 
remain within the functions they choose, while continuing to -
provide efficient and effective delivery of police service. 

a. Nonmanagerial career paths should incorporate 
progressive career steps for the generalist and 
speCialist; these steps should be predicated on the 
completion of appropriate levels of education and 
training, and the achievement of experience and ex .. 
pertise within a professional-technical area. 
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b. ~lanagerial career paths should ~lso incorporate 
progressive career steps, predicated on the completion 
of appropriate levels of education and training and the 
achievement of management skills necessary to function 
satisfactorily at the next level of management. 

4. Every police chief executive and appointing authority 
should insure that the merit principle dominates promotions, 
salaries and assignments. Any existing civil service procedure 
shoUld apply only to retention in, or promotion to, broad 
position classifications. Movement between pay-grade levels 
within such position classifications should remain free from 
civil service procedures, but subject to internal controls, to 
insure placement and corresponding pay on the basis of merit. 

NAC COMMENTARY EXCERPTS 

It is imperative that a system for classifying positions 
be established within every police agency. The proper develop
ment of such a system is a prerequisite for efficient police 
personnel management; it serves as the basis for assignment and 
promotion. Without a sound classification plan, an agency could 
not provide all employees with consistent opportunities for 
career advancement, nor could employees be advanced or assigned 
on the merit principle. 

A position classification plan requires consolidation 
of those occupational positions that have common characteristics. 
Other variables, however, such as organizational goals, salary 
considerations, and selection procedures, may influence classi
fication. The ultimate purpose of position classification is 
to identify the characteristics of positions, group the posi
tions according to a logical plan, and establish qualifications 
and equitable salary scales for each group. Ideally, each 
person should be paid according to his qualifications, the 
responsibility he holds, and his performance. Every agency 
should, therefore, recognize this correlation when developing 
its classification plan. 

A classification plan always shoUld have sufficient 
flexibility to allow the agency to reassign its personnel when 
necessary. Positions shoUld be periodically reviewed and re
defined in light of operational or pOlicy changes. However, 
agencies must be cautioned against changing position classifi
cations to suit the particular attributes or capabilities of 
one individual or group of employees. 

As part of the classification plan, salaries should 
reflect the functions of each position group. In this manner, 
each pay-grade level will reflect the salary range for all 
positions requiring similar degrees of expertise or experience. 

Historically, promotional opportunities within police 
agencies have existed almost exclusively in supervisory or 
managerial positions. Officers whose interests lay in non
managerial functions were either denied promotion opportuni~ 
ties or forced to compromise their career interests for salary 
considerations. 

- 390 -



Adherence to the principle of a wide salary range with
in a classification is essential to the establishment of 
nonmanagerial career paths, Career opportunities such as 
these will be realized by adVancement through various pay-grade 
positions rather than by promotion to a management or super
visory position. A patrol officer who chooses to remain in 
basic patrol functions without assuming a supervisory position 
should be afforded the opportunity to advance in position and 
salary as he becomes more proficient in his work. Similarly, 
a neophyte investigator should be able to progress in his parti
cular occupational pursuit even if he decides to forego a super
visory role. There are clear benefits to the agency when ·the 
classification system is structured to encourage such alternative 
career goals for employees who possess a significant degree of 
expertise in cert.in nonmanagerial fun~tions. 

The classification plan should include well-defined 
criteria that facilitate movement through the various career 
paths. Movement through both supervisory and; nonmanagement 
career paths should be predicated upon satisfaction of certain 
educational requirements, and achievement of specific training 
goals, that serve to prepare the employee for his advanced 
status. Additionally, candidates for higher nonmanagerial 
positions should be evaluated upon the total amount of experience 
they have gained within their particular occupational areas. 
Aspirants to managerial positions should, on the other hand, be 
considered on the basis of the management techniques and skills 
that they have developed in previous assignments. The estab
lishment of valid and clearly defined advancement criteria will 
serve to mOVe the most qualified individuals into positions of 
increased complexity and responsiblity. 

Because most managerial postions are presently included 
in the promotional structures of most agencies, the attendant 
salary increments reflect only increases that are consistent 
with the position attained. A nonmanagerial career path should 
reflect a similar series of salary elevations within its struc
ture. As an incentive to those who seek such positions~ the 
nonmanagerial career path should culminate in a salary that 
exceeds that df the initial supervisory level. 

All the inherent adVantages of a multilevel classifica
tion system will probably be lost unless equitable promotion 
and assignment procedures are established in conjunction with 
the· system. To derive the greatest benefit from any classifi
cation plan, it is imperative that police agencies base promo·, 
tion and advancement policies on the merit principle. In any 
system based on merit, each individual is judged according to 
his particular attributes as they relate to the job that he 
seeks. The purpose of this procedure is to identify the truly 
capable individual; to evaluate his abilities; and to select him 
on the basis of his demonstrated performance, his potential 
for growth, and, to an extent, his level of experience. It is 
the Ultimate responsibility of the police chief executive to 
devise methods by which such attributes can be accurately 
measured, and to insure that procedures for the selection of 
qualified personnel are standardized and consistent. A work-
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able merit system should enable every candidate for advancement 
to comprehend the particular qualifications he must possess to 
progress up the career ladder, 

Many agencies traditionally have used a rigid civil 
service classification system in upgrading their employees. 
Civil service has always been considered the safest method of 
avoiding favoritism, bribery, and other forms of corruption in 
promotional policies. Although civil service procedures provide 
some external safeguards to police agencies, their innate rigid
ity often inhibits flexibility in assignments and encourages 
mediocr.ity in job performance. Most civil service systems are 
based on job tenure testing procedures intended to measure 
individual capabilities. Consequently, many individuals, 
upon promotion, immediately begin to prepare for the next pro
motional examination with little concern for the caliber of work 
they do in the meantime. 

Most agencies also fail to make provision for moving 
someone out of a promotional position because of sub-par per
formance. For these reasons civil service procedures should be 
applied only in promotions, to broad position classifications 
and not to advancement between pay-grade positions within those 
classifications. 

Individual police agencies should maintain control over 
advancements or rea.ssignments between pay-grade positions. Rules 
and procedures should be adopted that will allow the degree of 
flexibility necessary to function efficiently. Such procedures 
must, however, remain consistent with the merit principle, and 
a grievance system should be made available to employees to 
insure acceptance of agency policies. Any policies that govern 
the reassignment of an employee to a lower pay-grade position 
must be clearly delineated. Unless thoroughly understood, such 
policies will be open to criticism because they provide decreases 
in salary for the employees involved. It is of utmost importance 
that these internal assignment procedures be e~uitable because 
many employees will initially fear the loss of civil service 
protection. If administered correctly, this system will enable 
every agency to advance qualified employees into positions of 
responsibility without the constraints imposed by civil service. 

ILLINOIS COMMENTARY 

The results of the police chief executive and criminal 
justice system surveys conducted for this Report indicated that 
classification and compensation was one of the areas most in 
need of attention for the development of police standards and 
goals (see Appendixes A & B). On a scale from 1 to 7, 1 being 
least in need of attention and 7 being most in need of atten
tion, the police chief executive survey average response was 
4.5 and the criminal justice survey average response was 4.7. 
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Both the Personnel Sub-Committee and the Standards and 
Goals Committee concurred with Illinois police chief executives 
and criminal justice system practitioners in this respect and 
believe that the establishment of a structured position classi
fication plan within every police agency as outlined in the 
standard statement will increase employee motivation and en
hance effective resource management. 

Members of the Personnel Sub-Committee and the Standards 
and Goals Committee emphasized that every police agency should 
work to create a specialist career path independent of the 
leadership career path. Competitive salaries must be offered 
to specialists or they will be lost to private business or 
industry. Compensation for police specialists should be based 
on the individual's skills rather than on the rank acquired. 
Several pOlice departments have lost qualified personnel because 
their salary plan was tied strictly to progressive advancement. 
For example, one police chief executive on the Committee com"' 
mented that his department had lost three polygraph operators 
within a very short time span for this reason. Heavy turnover 
rates can severely limit a department's overall effectiveness 
as well as its ability to attract qualified personnel. 

Several Illinois police agencies presently use the civil 
service classification plan. These agencies should adapt that 
plan to the merit principle so that salary is not based strictly 
on position held, tenure of employment, and/or the written ex
amination. Movement between pay-grade levels Within a position 
should remain free from civil service procedures. 

It is suggested by the Standards and Goals Committee 
that pOlice officers be put on probation for a determinate 
length of time after every advancement just aa when first en
tering the police career. During this time the officer can 
prove or disprove to his supervisors that he has the necessary 
abilities to handle his new job effectively. Upon satisfactory 
completion of the probation period, the officer can be re
classified and compensated accordingly. Those officers proving 
to be ineffective can be returned to their previous positions, 
where satisfactory performance has already been displayed, at 
no change in salary. Correctly administered, this system will 
enable each position to be filled by a competent person who 
has proved his merit. 
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ILLINOIS STANDARD 13.3 

PERSONNEL DEVELOPMENT FOR PROMOTION AND ADVANCEMENT 

Every police agency should adopt a policy of promoting 
to higher ranks and advancing to higher paygrades only those 
personnel who successfully demonstrate their ability to assume 
the responsibilities and perform the duties of the position to 
which they will be promoted or advanced. Personnel who have 
the potential to assume increased responsibility should be 
identified and placed in a program that will lead to full de
velopment of that potential. 

1. Every police agency should offer comprehensive and 
individualized programs of education, training, and experience 
designed to develop the potential of every employee who 'vlishes 
to participate. These individualized development programs 
should be based on the potential identified through the screen
ing process and the specific development needs of the employee. 
These individualized programs should consist of one or more 
of the following: 

a. College seminars and courses; 
b. Directed reading; 
c, Specialized training classes; 
d. Job rotation; 
e. Internship; and 
f. The occasional opportunity to perform, under close 

supervision, the duties of the position for which an 
individual is being developed. 

2. Personnel who choose to pursue a course of self
development rather than participate in the agency-sponsored 
development program should be allowed to compete for promotion 
and advancement. 

3. Every police agency shOUld screen all personnel in 
order to identify their individual potential and to guide them 
toward ,achieving their full potential. Every employee should 
be developed to his full potential as an effective patrol of
ficer, a competent detective, a supervisor or manager, or as 
a specialist capable of handling any of the other tasks within 
a police agency. This screening should consist of one or more 
of the following: 

a. Management assessment of past job performance 
and demonstrated initiative in the pursuit of self
development. 

b. Oral interviews; and 
c. Job-related mental ability tests. 
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NAC COMMbNTARY EXCERPTS 

The quality of a police agency depends on the quality 
of police personnel. Therefore, it is imperative that the police 
agency employ only the most qualified applicants and insure 
their professional development. Promotion and advancement should 
be based upon demonstrated ability and proven perfo':rmc:mce. 

In police agencies, as in other service organizations, 
, personnel frequently are promoted or advanced without serious 
~ consideration of their qualifications; only after a person is 

promoted or advanced is it discovered that he is unprepared to 
assume a higher level of responsibility. Wilson and McLaren in 
Police Administration point out that in selecting personnel for 
promotion it is essential to choose those who possess the know
le~ge, ability, and skills required in the higher position. 

Police agencies should insure that personnel are in fact 
capable of performing at a higher level of responsibility prior 
to any advancement or promotion. This is not accomplished by 
measuring an individual's knowledge against what is assumed to 
be the requisite level of knowledge for the advanced position. 
It is accomplished by the precise identification, through job 
analyses, of the knowledge and skills the position demands and 
the methodological development of personnel to insure their 
qualifications prior to advancement or promotion . 

. All police personnel, at every level within the organi
zation, should perform effectively in the furtherance of or
ganizational goals. Each employee should have an opportunity 
fOr advancement. However, the resourceS of an organization 
do not permit the intense development of all personnel and, 
obviously~ opportunities at higher ranks and advanced pay grades 
are limited. 

Personnel screening for development opportunities is 
simplified to some degree by the personnel themselves. Not all 
individuals will seek development beyond a basic level of com
petence within the basic rank. Those who seek advancement or 
promotion often desire to follow a particular career path. 
Development depends on personal motivation and reflects personal 
desires and interests. 

The agency must assess an individual's potentLl1 for 
filling a senior position within the career track he chooses. 
No tests or assessment procedures can predict successfully an 
individual's performance at a particular level. IQ, person
ality, and other psychological tests are unreliable indicators. 
Certain objective traits may indicat~· an individual's potential, 
however. -

The Internal Revenue Service has an extensive personnel 
development program that includes a formal screening process 
that does not rely heavily on mental or psychological testing. 
Employees interested in advancement and promotion make their 
ambitions known to the local head of office. The head of office 
bases his decision 011 supeTvisors ' advice, personal knowledge, 
and other indicators of the employee's present ability. 

- 396 -



Selected employees are referred to a regional career 
board that further screens the individuals through oral in
terviews and an a~sessment of past job performance. Success
ful applicants return to their office for specific training 
for the position they seek. Because the head of office is 
ratea on his ability to identify personnel for job development, 
it is in his interest to select the best personnel available. 

Most development programs include formal training and 
education to provide the theoretical knowledge and skill needed 
for performance at a higher level. Practical application of 
this learning is essential to development. The Internal Revenue 
Service tests the ability of trainees to 8JSUme the senior po
sition by periodically assigning the truinee some of the tasks, 
and occasionally the authority and responsibility, of the 
target position. This practice gives trainees practical ex~ 
perience and permits evaluation of their qualifications prior 
to promotion. 

A personnel development program must fill individual 
needs and provide for the application of theoretical knowledge 
and skills on the job, not just in a classroom or laboratory. 

Agencies sponsor and conduct personnel development pro
grams to insure proper preparation of personnel for senior po~ 
sitions in advanced pay grades and higher ranks. Most promo
tions should be made from that pool of personnel who have par
ticipated in the formal development program. It must be 
recognized, however, that the individual is the key to the 
development process. The motivation, the desire, the effort, 
the responsibility, and the obligation lie with the man him
self. Therefore, if highly motivated individuals, for What
ever reason, seek and achieve a high level of develapment 
outside an agency's formal program, they should not be excluded 
from the advancement and promotion process. 

When individuals claim they can perform above ttj com
petence demanded in their current position and they can demon
strate superior ability, they should be allowed to compete 
for advancement and promotion. 
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ILLINOIS STANDARD 13",4 

FORMAL PERSONNEL 'DEVELOPMENT ACTIVITIES 

Every police agency should immediately implement formal 
programs of personnel development. Such programs should be 
designed to further the employee's professional growth and in
crease his capacity for his present or future role within the 
agency. 

1. Every agency should allow all sworn personnel to 
participate voluntarily in at least 40 consecutive hours of 
formal personnel development activity annually, while on duty, 
and at full pay. Such activity may include: 

a. Forty consecutive duty hours of classroom training 
directed toward the development of personal, vocational, 
conceptual, or managerial skills; 

b. Internship of at least 40 cdnsecutive hours with 
another police, criminal justice, government, or private 
organization that can contribute significantly to the 
professional development of the intern; 

c. The assumption of the position, responsibility, and 
authority of an immediate superior for a minimum of 40 
consecutive duty hours when such assignment would con
tribute significantly to the professional development 
of the subordinate; 

d. Employee participation in administrative and 
operational research and reporting that would not 
ordinarily be his responsibility but would contribute 
significant~y to his professional development; 

e. Provision of leaves of absence with pay to allow 
the achievement of academic obj~ctives that contribute 
significantly to the employee's professional growth and 
capacity for current and future assignments; and 

f. Employee service as a member of or an adviser to 
management committees ana boards on which he would not 
normally serve, such a~ fleet safety boards, when such 
service would contribute significantly to the develop
ment of an employee's awareness and understanding of 
management philosophy and insight. 

2. Every police agency with specialized units for 
detective, vice, traffic, staff, and other functions should 
immediately develop a formal system for personnel rotation. 
This system should be designed to develop generalist, specialist, 
and managerial resources. 

a. Newly hired personnel should be rotated through 
geographic areas of varying crime incidence and major 
functional assignments in order to give them the val
uable perspective and professional understanding that 
only experience in a wide range of agency functions and 
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areas can provide. 
b. Selective and individualized rotation of incumbent 

personnel should be implemented to develop generalist 
and specialist expertise or specially to prepare per
sonnel for promotion and advancement. The movement of 
incumbent personnel should take into account individual 
needs for specific work experiences, individual potential 
and willingness to participate, and agency needs for the 
development of personnel as well as the potential for a 
cost~effective return on the investment of time and man
power. 

c. Every agency should regulate personnel rotation 
so that the agency is continually able to meet is pri
mary service objectives. The rotation of highly specia
lized personnel, such as a criminalist, should be re
stricted to avoid serious interference with the delivery 
of specialized services. 

3. Everi agency should encourage personnel to pursue 
development on their own time, as well as on agency time, by 
attending college courses and seminars and through suggested 
reading. 

4. Every police agency should fulfill its responsibility 
to develop personnel by seeking adequate funding for personnel 
development activities. In so doing, the police agency shQuld 
consider the availability of financial assistance outside the 
normal budgetary proce$s. 

NAC COMMENTARY EXCERPTI~ 

Personnel development is directed not only toward im
proving the performance of incumbent personnel but also toward 
creating a pool of personnel qualified for the positions of 
advanced generalists, specialists, supervisors, managers and 
executives. Personnel developmert incorporates the concepts 
of career de:velopmen t iiLnd management development. 

Training, particularly developing the potential of 
police officers, ha~ b(~en decidedly J\eolecteJ~ in the contempor
ary police service. It is essentia: '~at officers and super
visors have a knowledge of the law, \ _iminal procedure, social 
sciences, and psychology, as well as advanced communications 
skills and a wide range of other technical and vocational skills. 

Limited lateral mobility within the police service further 
underscores the need to develop personnel. Mobility that does 
exist is generally limited to the levels of patrolman and police 
chief executive. Police agencies must fill most openings with 
the personnel resources Bt hand; today's recruit is tomorrow's 
specialist, supervisor, or manager. The importance of filling 
not only basic ranks but also advanced ranks with qualified 
personnel cannot be overemphasized. 
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While the development of iricumbent personnel is the 
most effective manner in which to £ill senior or advanced po~ 
sitions, it is not the most practical Or expeditious technique 
in every ~ase. Due to inattention to personnel development it 
is not ~nusual for individual police agencies to have vacancies 
for whIch qualified replacements are unavailable within that 
particular organization. Conversely, it is not unsual for the 
more professional police agencies to develop what amounts to 
a surplus of specialist, managerial, and administrative talent. 
If the opportunity for lateral movement within the law enforce
ment profession was enhanced, manpower would be used more 
effectively with a commensurate benefit accruing to individual 
agencies and the profession as a whole. 

The first step toward insuring the availability of 
qualified personnel is establishing appropriate selection 
standards. Development must begin with individuals of high 
caliber and continue throughout their careers. Every police 
agency should provide education, training, and planned ex
perience designed to bring all officers who participate vol
untarily to their full potential as generalists, specialists, 
supervisors, managers, or administrators. 

The voluntary aspect is stressed because developmen. is 
not something that can be done to a person. The motivation 
to develop must come from within. 

Furthermore, the organization can only provide the 
opportunity for development; it cannot require it. Some 
officers will be satisfied with an entry level position within 
an organization and lack desire to advance. This attitude should 
be respected. 

Experts hold that personnel development should challenge 
an employee with new frontiers rather than academic material. 
This challenge, of course, should be supplemented by classes, 
training material, and formal education. 

The knowledge and skills gained through formal training 
and education provide only the theoretical framework within 
which one deals with the new challenge. The application of 
learned skills on the job is absolutely necessary to complete 
the equation. 

Agencies should not overlook the excellent training 
provided specifically for State and local officers by Federal 
agencies. 

In addition to the training afforded through its National 
Academy, the FBI, on request, provides local, regional, and 
statewide training in basic law enforcement subjects as well 
as in the specialized fields of accounting, bombing matters, 
defensive tactics, fingerprints, firearms, laboratory matters, 
legal matters, management, organized crime, photography, police
community relations, sex crimes and supervision. During fiscal 
1972, the FBI's approximately 1,600 special agent instructors 
provided training assistance in 10,165 police training schools 
attended by over 300,000 State and local officers. " 
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Another Federal agencY1 the Bureau of Narcotics, provided 
specialist training to more than 50,000 local law enforcement 
officers during fiscal 1971. 

The value of internship with other organizations--pub1ic 
or private, law enforcement or not-"lies in the opportunity 
for the intern to observe the management and operation of agencies 
facing problems similar to those of his own. Such an exchange 
of personnel is beneficial on any level but perhaps most help-
ful to specialists and managers, Exchanging interns among the 
elements of the criminal justice system increases the under
standing of the proper interaction of the police, courts, and 
corrections. 

Formal education and training provide the individual 
with the knowledge and skills necessary to upgrade his level 
of performance and prepare him for greater responsibility in 
another position. His current position may not provide an 
opportunity to demonstrate what he has learned; he may be pro
moted to the higher position before he has applied his training 
in practical situations. 

Therefore, police agencies should allow an individual to 
operate at a higher level on a trial basis after successfully 
completing his formal training. The Westerri Regional Office of 
the Internal Revenue Service employs such a technique. Period
ically, a subordinate assumes the position, authority, and 
responsibility of a superior for about a month. His performance 
in the tentative assignment is evaluated, and further training 
and experience needs are determined. Many police agencies de
signate acting sergeants, lieutenants, captains, etc. 

However, police agencies usually place personnel in 
superior positions in an acting capacity to fill a temporary 
vacancy rather than as a deliberate element of development. 

If temporary advanced placement is impractical or if the 
agency does not feel the employee is ready, it is nevertheless 
useful to assign him research projects or other similar duties. 
There are many circumstances, ran~ing from the research of legal 
questions to the reallocation of floor space, where this approach 
is beneficial. Trainees not only learn from the experience but 
relieve superiors of part of their burden. 

No one can develop judgement and learn how to make good 
decisions except by making decisions. Participation on manage
ment committees and boards is one technique of developing this 
ability. One police agency allows rank and file employees to 
participate in the management review of fleet safety matters 
including the determination of culpability of agency employees 
involved in traffic accidents. Such participation has been 
found to broaden participants' perspecti ve ~ they have to eX8,mine 
inciden~s from management's viewpoint, usually a new experi~nce. 

Both O. Glenn Stahl in his book, Public Personnel Admin
istration, and Felix Nigro, author of a book with the same title, 
recognize the value of job rotation in the development of 
executive personnel. The higher a man rises on the administrative 
ladder, the more he becomes a generalist. The perspective an 
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administrator gains through a variety of assignments equips 
him to eliminate conflict and build coordination within the 
organization. In the police service~ this principle is equally 
valid in the development of people who advance to higher pay 
grades in patrol and specialized assignments due to the constant 
interaction among various elements. Rotation, however, should 
be a part of an overa11 development plan serving a specific 
purpose and need both for the individual and the organization. 
Additionally, the individual should be trained at each new 
assignment and should be motivated to learn through his own 
experience. 

The purpose of personnel development, whether it consists 
of education, training, internships, or personnel rotation, is 
to assist the organization in meeting primary objectives and to 
improve overall effectiveness. These objectives should be the 
prime consideration in rotating personnel, particularly incumbent 
specialists. Removing a man from his primary aSSignment can 
disrupt the delivery of the service he ordinarily provides. 
This cannot be allowed, particularly in smaller agencies or in 
highly specialized jobs where only one individual is respon
sible for the speciality. Rotation is more easily accomplished 
where several people perform the same specialized task. For 
that reason, the rotation of highly specialized personnel, such 
as criminaJists, whose service in that capacity is crucial, 
is seldom recommended. 

A mans' development is largely the result of his ex
perience in his daily work. Formal training and education 
acquired through the variety of techniques discussed above 
supplement and stimulate growth through experience, But formal 
knowledge and ~kills cannot always be acquired just during duty 
hours. Personnel should be encouraged to seek it on their own 
time and to apply it on the job. Usually, those who rely en~ 
tirely on the organization for their development do not have the 
motivation to benefit even from elaborate development programs. 
The individual, not the organization, is the key to the develop
ment process. 

Lists of suggested readings and college courses should 
be established by the agency to provide direction to the in
dividual pursuing self-development. In addition, police 
officers should be encouraged to pursue a broad spectrum of 
educational experiences at both the undergraduate and graduate 
levels. 
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ILLINOIS STANDARD 13.5 

PERSONNEL EVALUATION 'FOR PROMOTION AND ADVANCEMENT 

Every police agency should immediately begin a periodic 
evaluation of all personnel in terms of their potential to fill 
positions of greater responsibility. The selection of personnel 
for promotion and advancement should be based on criteria that 
relate specifically to the responsibilities and duties of the 
higher position. 

1 .. Every agency periodically should evaluate the po
tential of every employee to perform at the next higher level 
of responsibility. Specific data concerning every employee ' s 
job performance, training, education, and experience should 
support the periodic evaluation of the employee for proDlotion 
and advancement. 

2. Every police agency and appointing authority should 
use job analyses in the de~elopment of job related tests and 
other criteria for the selection of personnel for promotion 
and advancement. Selection devices should include at least 
one or more of the following: 

a. Management assessment of past job performance, 
performance in the individualized development program~ 
and demonstrated initiative in the pursuit of se1f
development; 

b. Oral interview; and 
c. Job relateq mental aptitude tests. 

3. Every police agency and appointing authority should 
disallow the arbitrary awarding of bonus points for experience 
and achievement not related to the duties of the position fo~ 
which theindi vidual ,is being considered. Arbitrary awards 
include: 

a. Bontis points for seniority; 
b. Bonus points fOr military service; and 
c. Bonus points for herois~. 

4. Appointing authorities should use only those psy
chological tests which have 'be~h scientifically validated as 
indicating a reliable relationship between personality and 
actual performance.' . 

5. Police chief executives and appointing authorities 
should cooperate in seeking legislation which would require 
employees to successfully'co.mplete a one year probationary 
period after each promotion before receiving a permanent appoint~ 
ment to the position .. 
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6. Every agency should require that personnel demonstrate 
the ability to assume greater responsibility prior to promotion 
or advancement and should continue to observe employee perfor
mance closely during a probationary period of at least I year 
from the date of promotion or advancement. 

NAC COMMENTARY EXCERPTS 

Evaluation of police personnel for advancement and pro
mot~on should not be limited to initial assessment of the indi
vidual's qualifications and abilities. Evaluation and selection 
of personnel for promotion and advancement should be an integral 
part of the personnel development process, beginning with iden
tification of personnel who appear to have the potential for 
intensive development, continuing with assessment of their pro
gress, and culminating with their final evaluation for advance
ment or promotion. 

The line manager bears the basic organizational resp0n
sibility for developing personnel resources. He should identify 
promising prospects for advanc,ement within his uni t and prescribe 
the necessary training, education, and experience for them. Once 
an individual has developed his potential, he should be allo\\red 
to compete for advancements or promotions as vacancies occur. 

Knowing when an individual is ready to compete for po
sitions of greater responsibility is an important management 
responsibility. Therefore, all personnel should be evaluated 
on a I'egular basis. Emp::.oyees with potential should be identi- .. 
fied and included in the formal development program; those pur- ~ 
suing a course of self-development should also be recognized. 

Evaluation of personnel should be related to the skills, 
abilities, and knowledge requir,ed for the target posi tion. An 
employee should be measured by his grasp of these requirements 
and his performance of the tasks required in the advanced position. 
His progress should be documented. 

The process develops a body of objective evidence for 
management to consider instead of the raters' subjective opinions. 

Written examinati.ons commonly used to select personnel 
for promotion measure only the individual's knowledge, not his 
ability to apply that knowledge effectively on the job. Peter 
Drucker, the noted management consultant, claims that promoting 
personnel on the sole basis of written examinations is as valid 
as selecting people for their ability to memorize the telephone 
book. 

Formal training, education, and experience are also in
complete guides to an individual's qualifications. As O. Glenn 
Stahl points out, the skills, abilities, and knowledge identified 
through job analysis do not always correspond directly to formal 
education and training. As suggested previously, an on-the-job 
test is an excellent indication of whether the trainee can handle 
added responsibilities. 
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If local or State law requires written examinations, 
steps should be taken to insure that subject matter and evalu
ation are germane to the position. A professional job analysis 
that determines the special skills, the theoretical knowledge, 
and the most desirable characteristics of persons now function
ing in the position is the proper method of developing a test. 

The Equal Employment Opportunity Commission guidelines 
for testing procedures apply not only to the initial selection 
of police officers but also to the assignment, advancement, and 
promotion of per~onnel. These guidelines, enforced. by the Fed
~ral courts, prohibit employment discrimination against any 
group protected by the 1964 Civil Rights Act; this includes 
women as well as ethnic minorities. When a promotion test' is 
challenged, an agency must demonstrate that the test is valid 
and useful and that no preferable alternative tests are avail
able. Tests that measure general aptitude, as opposed to speci
fic knowledge and ability, are not generally accepted as valid 
by Federal courts. Therefore, examinations for advancement and 
promotion should be directly related to the level of knowledge 
and skills required by the position. 

Just as personnel should not be promoted on the basis 
of formal training, education and experience if they have not 
demonstrated tbe capacity to perform successfully, they should 
not be given preference for seniority or military service beyond 
acknowledgement of their specific relationship to the required 
knowledge and skills. As Wilson and McLaren point out in 
Police Administration, seniority can increase or decrease one's 
capaci ty. 

In the first instance, a long period of service may 
have given the candidate better judgmen.t, greater self 
confidence and decisiveness, greater knowledge and an 
improved ability to get along with people; in the 
second instance~ it may have resulted in diminished 
energy, initiative, enthusiasm, interest in work, and 
willingness to accept responsibility. 

Awarding bonus points for herasim is even less valid 
than awarding bonus points for seniority and military service. 
Herosim does not reflect the knowledge, skills, or ability 
needed for positions of leadership. 

Bonus points should not be awarded for experience and 
achievement not related to the higher position. However, 
experience gained from military service or seniority in the 
police service, and judgement exercised during an act of hero
ism, should be considered in the overall evaluation of each 
indi vi~ual for a higher posi tion. . 

Every promotion and advancement should be based on the 
employee's ability to carry out the duties and tasks of a 
higher position. The probationary period is an excellent means 
for the employee to' demonstrate this ability. Some authorities, 
however, do not favor probationary periods, particularly when 
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the ability to perform has been demonstr.ated during a development 
program. The Internal Revenue Service uses a probationary period 
as a safeguard against promoting a person beyond his capability. 
The Internal Revenue Service reports a minimal probationary re
jection rate in its model program, but, on occasion, newly pro
moted persons have been asked to step down. An individual's 
ability to perform specific tasks of a position, and even to assume 
the position successfully for short periods during training, can
not be equated with a longer, more permanent placement. During 
a I-year probationary period Ian individual may demonstrate that 
he cannot sustain the level of performance he exhibited during 
temporary assignment. 

IL.LINOIS COMMENTARY 

As expressed repeatedly by both the Standards and Goals 
Committee members and the Personnel Sub-Committee members, per
sonnel evaluation for promotion and advancement must be based 
strictly on merit. However, every police chief executive must 
make certain that the existing merit system is not discriminatory 
or a legal quagmire may result. 

A lawsuit was filed in September 1970 by the Afro-American 
Patrolmen's League accusing the Chicago Police Department of 
racial bias in hiring, promotion, and assigning police. Later 
a Latin-American group filed a simila.r suit, and finally the 
Federal government joined with a suit charging racial and sexual 
discrimination in police personnel practices. 

These suits not only led to a court order that new police 
officers temporarily be hired according to racial and sexual 
quotas but also resulted in millions of dollars in Federal funds 
being denied Chicago, which was quoted by Federal Judge Prentice 
H. Marshall as being a necessary tool in prodding the City toward 
ending discrimination. Even more important, the police depart
ment became seriously under-staffed during the prolonged court 
action, resulting in reduced services to the citizens of Chicago. 

To avoid similar situations, each police chief executive 
should carefully evaluate existing criteria for hiring, promoting, 
and assigning personnel and correct any defects that may result 
in allegations of discrimination. 
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ILLINOIS STANDARD 13.6 

ADMINISTRATION OF PROMOTION AND ADVANCEMENT 

Every appointing authority should insure that only the 
best qualified personnel are promoted or advanced to positions 
of greater authority and responsibility in higher pay grades 
and ranks. The appointing authority should oversee all phases 
of the agency's promotional process except those positions 
which are exempt by law. The police chief executive should be 
responsible for all advancements within each position classifi
cation. 

ILLINOIS COMMENTARY 

The Standards and Goals Committee clearly emphasized the 
need for professional interaction and cooperation between the 
appointing authority and the police chief executive in police 
promotion and advancement. 

The appointing authority initiates the selection process 
by being responsible for the recruiting of personnel. This 
responsibility also extends to the selection of individuals for 
advancement to a new position classification based on their 
demonstrated ability to perform the tasks and assume the res
ponsibili ty required of a more advanced posi t.ion. This selec'" 
tion should be made strictly on the basis of merit from among 
the best qualified employees. The police chief executive is 
directly involved with his personnel and his input in regard to 
whether an employee has the demonstrated ability to perform 
quality work and to assume the responsibility of his new posi
tion would be invaluable to an appointing authority in making 
the decision whether or not to promote. 

Where conflict tends to occur between the appointing 
authority and the police chief executive is when the appointing 
authori ty exceeds its responsibility by attempting to direct 
both advancement to a new position classification and advance
ment within a position classification--the latter being the 
police chief executiveis responsibility. 

For example, the appointing authority it, responsible 
for promoting a patrol officer to sergeant or a sergeant to a 
l.ieutenant. Hm'lever, it is the police chief executive's re- . 
sponsibility to promote with each classification~ such as patrol 
officer 1 to patrol officer 2. It is essential that the police 
chief executi Vt~ retain and t...-:arcise the responsibility to 
assign, evaluate, and advance personnel within major position 
classifications. Only by retaining these functions can an 
administrator properly meet his other responsibilities for 
personnel development and the overall operation of the depart
ment. 
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Through interaction and cooperation, both ~ectors will 
understand their responsibility which will in turn make it pos
sible to avoid existing conflict and improve the administration 
of promotion and advancement of police personnel. 
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ILLINOIS STANDARD 13.7 

PERSONNEL RECORDS 

Every police agency immediately should establish a central 
personnel information system to facilitate management decision
making in assignment, promotion, advancement, and the identifi
cation and selection of individuals for participation in per
sonnel development programs. 

1. The personnel j~formation system should contain at 
least the following personnel information: 

a. Personal history; 
b. Education and training history; 
c. Personnel performance evaluation history; 
d. Law enforcement experience; 
e. Assignment, promotion, and advancement history; 
f. Commendation records; 
g. Sustained personnel complaint history; 
h. Medical history; 
i. Occupational and skills profile; 
j. Results of special tests; and 
k. Photographs. 

2. The personnel information system should be protected 
against unauthorized access. 

3. The s,ystem should be updated at least semiannually 
and, ideally, whenever a significant change in information 
occurs; and 

4. The system should be designed to facilitate statis
tical analysis of personnel resources and the identification of 
individuals with special skills, knowledge, or experience. 

5. Police agency employees should have access to personal 
information contained in the central personnel information syste~m 
in accord with existing legal provisions. 

NAC COMMENTARY EXCERPTS 

Comprehensive records are the basis of effective per
sonnel management. Deci~ions concerning the development, 
advancement, and promotion of individuals are facilitated by 
ready access to detailed information. It has already been 
noted that advancement and promotion should not be based on 
written examinations and oral interviews alone. Data pertain
ing to experience, quality of performance, level of education, 
special training, and skills should be examined and carefully 
weighed. 
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Information should be consolidated in a central personnel 
record system where all pertinent data are collected and stored 
in one location. Police agencies collect an enormous amount of 
information pertaining to their employees, but often the infor
mation is scattered throughout various bureaus and offices and 
is not readily accessible to line managers and others who should 
consider it in administering personnel resources. 

Comprehensive personnel records in the wrong hands can be 
abused in a number of ways. Security measures should be taken 
to insure that access is limited to those who have a legitimate 
right to review the information. 

Employees should be allowed to review such data as work 
evaluations, commendations, and results of any special tests. 
They should not be privileged to view their preemployment back
ground investigation. Much of the latter data--collected from 
friends, relatives, neighbors, co-workers, etc. ,--are received 
on a highly confidential basis. Without the assurance of C0n
fidentiality, much of this information could not be obtained. 
The collection and use of this information aids in the initial 
selection of police candidates and cannot be compromised. 

Decisions concerning personnel are only as good as the 
information upon which they are based. Because outdated records 
are of little use, they should be updated at least semiannually 
and, preferably, whenever a significant change of status occurs. 

Comprehensive personnel records serve a variety of ad
ministrative needs, the most important of which is to support 
development, advancement, and promotion of qualified individuals. 
Any record system should readily be able to identify those indi
viuuals with certain characteristics or combinations of charac
teristics. In addition, all that is known about an individual's 
education, training, commendations, personnel complaints, ex
perience, or other pertinent information, should be readily avail
able. 

All central personnel record systems aiso should provide 
administrators with statistical analyses of their personnel 
resources. It is important to know at all times the number and 
percentage of personnel with a certain level of education, com
pletion of special training, or spe~ial skills; this information 
identifies recruitment and training needs before a deficiency 
develops. 

In larger agencies, personnel data cannot be furnished 
rapidly if the system is a manual one. Several large police 
agencies manually gather and store useful data about their 
personnel, but the data is not available in a useful form. If 
an automated records system is necessary, the expense of auto
mation should be weighed against the increased overall effective
ness. With much other data about police operations being com
puterized, a personnel records system can be included with other 
systems, such as criminal histories, at a minimal cost. Auto
mated microfilm systems, a much cheaper method than a computer, 
is an alternative to be considered. In police agencies with 
fewer than 100 personnel, a well organized manual system should 
be sufficient to meet the needs of the agency. 
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ILLINOIS STANDARD 13.8 

EDUCATIONAL INCENTIVES FOR POLICE OFFICERS 

Every police agency should immediately adopt a formal 
program of educational incentives to encourage police officers 
to achieve a college-level education. Colleges and universities, 
particularly those providing educational programs expressly for 
police personnel, should schedule classes at a time when police 
officers can attend. 

1. When it does not interfere with the efficient admin
istration of police personnel, duty and shift assignments should 
be made to accommodate attendance at local colleges; any shift 
or duty rotation system should also be designed to facilitate 
college attendance. 

2. Financial assistance to defray the expense of books, 
materials, tuition, and other reasonable expenses should be 
provided to a non-probationary police officer when: 

a. He is enrolled in courses'or pursuing a degree 
that will increase his value to the police service; and 

b. His job and academic performance is satisfactory. 

3. Colleges and universities, particularly those provid
ing educational programs expressly for police personnel, should 
schedule classes at hours and locations that will facilitate 
the attendance of police officers. 

a. Classes should be scheduled for presentation during 
the daytime and e'vening hours wi thin the sa\lne academic 
period, semester, or quarter. 

b. When appropriate, colleges and uni versli ties shOUld 
present classes at locations other than the main campus 
so police officers can attend more conveniently. 

ILLINOIS COMMENTARY 

The Standards and Goals Committee did not set a college
level education as an entry-level requirement for police seTvice. 
They did concur, however, that a college education i~s a desir= 
ab Ie goal for police nfficers. This standard in i ts~~lf is evi
dence of police chief executives' growing commitment to higher 
education. 

As was pointed out by Allen Andrews, Superintendent of 
the Peoria Police Department, the necessity of incentives for 
education has been heightened in recent years. Using his own 
agency as an example, Superintendent Andrews explained that in 
the last four years his dep'artment has been overwhelmed wi th 
college-degree police candidate!s. This presented a management 
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dilemma in regard to how to avoid discriminating against the 
department's many fine officers who had neve'T had the OPP07f
tunity to avail themselves of law enforcement degree/certifi
cate programs. In order to allow these officers to compete 
equally with newer, degreed officers on promotional exams, etc., 
steps had to be taken to provide and encourage opportunities 
for non-degreed officers to obtain a college education. As a 
result the Peoria Police Department offered an educational in
centive program of which some 60 officers availed themselves. 

As can be seen from the above example, police officers 
are interested in improving their educational experiences. Once 
the non-degreed officer sees that his department has identified 
college education as a desirable goal and that the department 
is willing to provide incentives as proof of its commitment to 
this end, the police officer will pursue higher education. 

However, no police agency should base incentive pay solely 
on educational achievement. Job performance must also be con
sidered. To grant a higher salary for educational attainment 
without consideration of individual job performance would be 
inconsistent with the purposes and goals of education and would 
conflict with sound departmental merit-step programs. 

Reimbursement for educational achievement is a different 
matter. Police officers successfully completing college-level 
courses should be offered financial assistance to defray the 
costs of tuition, books, laboratory fees, or other properly 
receipted expenses. This measure will help insure that sworn 
officers accept higher education as a desirable personal and 
professional goal rather than merely a form of guaranteed A, 
additional income. ,., 

Liaison between police agencies and college and university 
faculty responsible for scheduling law enforcement courses should 
be maintained in order to facilitate police attendance. Mutual 
arrangements should be established so that police officers on 
all shifts will have the opportunity to ,attend locally accessible 
courses. In addition, the courses should be offered in a sequence 
which would provide for the attainment of a certificate and/or 
degree in a reasonable amount of time. 

Police or internship programs previously discussed in 
Illinois Standard 11.3 center on the attainment of a college 
degree. The Standards and Goals Committee endorses all educa
tional incentives to achieve the end of a college education. 
These alternative programs exist because Illinois police chief 
executives recognize the benefit of highly educated police of
ficers. 

At this point in time Illinois police chief executives 
are not ready to establish college-level education as a require
ment to become a police officer, lacking data to substantiate 
corresponding performance benefits. Too many practitioners are 
aware of the fact that there have been generations of excellent 
police officers before there was such a thing as a police or 
a criminal justice degree. However, as more police agencies 
encourage their officers to receive higher levels of education, 
the impact of this acquired knowledge by the officers will 
eventually appear in compiled statistical data. 
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ILLINOIS RECOMMENDATION 13.9 

IDENTIFICATION OF POLICE EDUCATIONAL NEEDS 

It is recommended that the Illinois Local Governmental 
Law Enforcement Officers Training Board serve as a catalyst to 
bring together law enforcement practitioners, trainers and 
educators to establish as an advisory body Gurricu1um guidelines 
for police educational programs. This body should identify the 
educational needs of the police service, including the needs of 
the police generalist, the police specialist, and the police 
manager. 

1. Having identified these educational needs, this body 
should prepare a model curriculum that will satisfy the State's 
law enforcement needs. 

2. This body should urge the modification of existing 
police educational programs and, where none exist, the in
stitution of new programs designed upon the model curriculum. 

3. This body should meet often enough to maintain recom
mendations on a valid contemporary basis. 

4. The recommendations of this body should be forwarded 
on a regular basis to the Illinois Board of Higher Education 
and colleges ~nd universities offering law enforcement degree 
programs. 

ILLINOIS COMMENTARY 

Illinois has many college-level programs centering on 
law enf,ncement subjects. Some 65 Illinois colleges and 
universities offer a myriad of 2-and 4-year degrees in law 
enforcement, 

From Kishwaukee College to Western Illinois University 
to Northwestern University the courses touching on police and 
related topics vary greatly. In fact this diversity of crim
inal justice and police programs was one of the most discussed 
topics at an annual conference of Illinois criminal justice 
educators. The educators pointed out that some college programs 
were extremely technical, aimed at inservice police officers, 
while other programs were steeped in the theoretical and philo
sophical aspects of policing, and still others were aimed at 
producing police administrators in spite of the fact that few 
job opportunities exist in this area. 

The need to study this problem and arrive at some con
clusion about what colleges and universities should be teaching 
in the area of police subjects was agreed upon by the educators. 
Illinois police chief executives also recognize the need for 
such an effort and would like to participat.e directly in its 
implementation. 

- 419 -



Although the National Advisory Commission suggests that 
a national body perform the task of establishing guidelines for 
police educational programs, the Standards and Goals Committee 
felt strongly that with the many excellent police scholars and 
police practitioners residing and working in Illinois, a State 
advisory body should be estahlished for this purpose as soon as 
possible. Their efforts would be Illinois specific and probably 
available to those who need them long before a federal task force 
can accomplish this task. 

NAC COMMENTARY EXCERPTS 

Most police agencies appear to recognize the need of a 
college education for police practitioners--patrolmen, specialists, 
and managers. Each year more police agencies acknowledge the 
value of higher education through higher educational requirements 
and educational incentive pay plans. The President's Commission 
on Law Enforcement and Administration of Justice reported in 1967 
that police agencies in only two States required education beyond 
high school as a condition of initial employment. The 1971 Police 
Selection Survey, however, revealed that police agencies in at 
least nine States required education beyond high school. In 
California there are approximately 32 yolice agencies that require 
college education for employment ("California's Professionals," 
Police Chief, March 1970). 

The academic community evidently agrees with the President's 
Commission. Educational programs specifically designed to satisfy 
police needs have proliferated. Little more than a decade ago 
there were approximately 30 colleges and universities offering 
degree programs for the police; today there are some 400 colleges 
and universities doing so. These programs are found in 46 of the 
SO States, the District of Columbia and two possessions. 

Approximately 900 colleges and universities participate 
in the federally financed Law Enforcement Education Program, which 
provides financial aid in the form of grants and loans to pre
service and inservice police personnel who pursue a college edu
cation. Although more than half of these academic institutions 
do not offer educational programs specifically designed to satisfy 
police needs, their course offerings, which include the liberal 
arts, the social and behavioral sciences, business administration, 
and political science, are considered appropriate areas of study 
for police and other criminal justice practitioners. 

The fact that a broad spectrum of majors, degrees, and 
courses is pursued by police personnel is appropriate. There 
has been little research directed toward establishing an ideal 
criminal justice education for police personnel; in fact, 1n
formation on the specific value of education to police personnel 
has not been developed through research focused on this objective 
but as a spinoff of other research, usually focused on the selec
tion of successful police applicants. 
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While variety in police education may be beneficial, it 
does appear to cause some confusion. There is no master plan 
for education. Instead, educational programs for the police 
have arisen fTom local and individual perceptions of police 
needs and philosophies of education. As a result, persons 
engaged in the same occupation often pursue widely divergent 
educatil.tlal courses. Considering the difference between rural 
and urban law enforcement, and the variety inherent in the 
patrol, specialists, and managerial functions, this may be 
valid--but no one is certain. 

There is an obvious need to identify the true educational 
needs of the police service. 
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ILLINOIS STANDARD 14.1 

THE POLICE EXECUTIVE AND EMPLOYEE RELATIONS 

Every police chief executive should immediately acknow~ 
ledge his responsibility to maintain effective employee re
lations and should develop policies and procedures to fulfill 
this responsibility. 

1. Every police chief executive should actively parti
cipate in seeking reasonable personnel benefits for all police 
employees. 

~ Every police chief executive should provide an in
ternal t:;"o-way communication network to facilitate the effective 
exchange of information within the agency and to provide him
self with an information feedback device. 

3. Every police chief executive should develop methods 
to obtain advisory information from police employees--who have 
daily contact with operational problems--to assist him in 
reaching decisions on personnel and operational matters. 

4. Every police chief executive should provide a grievance 
proc(~dure for all police employees. 

5. Every police chief executive should have access to 
employee relations specialists to provide assistance in: 

a. Developing employee relations programs and 
procedures; 

b. Providing general or specific training in 
management-employee relations; and 

c. Collective negotiations. 

6. Recogni~ing that police employees have a right, sub
ject to certain limitations, to engage in political and other 
activities protected by the first ame~dment, every police agency 
should promulgate written policy that acknowledges this right 
an.d specifies proper and improper employee conduct in these 
activities. 

7. Every police chief executive should acknowledge the 
right of police employees to join or not join employee organ
izations that represent their employment interests, and should 
encourage and maintain effective communications with these 
employee organizations. 
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NAC COMMENTARY EXCERPTS 

Police employees, like other workers, want equitable 
economic benefits afid optimum working conditions. They have 
traditionally sought increased salary, compensation for over
time work, improved pension provisions, quality health insurance, 
uniform allowances, and guaranteed pay. They are increasingly 
displaying an interest in their working hours; routine and 
safety equipment; vacation and holiday provisions; health benefits; 
deployment policy; promotion procedures; internal discipline; and 
many other areas not previously cited by police employees. 

The police chief executive must always consider ,his em
ployees' personnel benefits and working conditions in relation 
to other law enforcement agencies and to other public employees. 
Some issues may be beyond the chief executive's authority if they 
are controlled by legislation_,pr civil service regulartions; he 
can, however, initiate the process to make needed changes. If 
he does not assume this responsibility, some other person or
group may (EmphasIs added). 

The success of the management approach of initiating reason
able employee benefits can be best evaluated by examining the 
internal conditions of agencies where the police chief executive 
has assumed this role. 

Often, reasonable personnel benefits that police chief 
execut1.ves should have secured for their personnel have been 
gained through organized police employee activities. During 
the late 1940's, when most of the private and public employees 
worked a 40-hour week, police employees needed to go to the 
public to gain the same benefit. Other public employees in most 
cities were paid time-and-one-half for overtime work long before 
police employees were. Only within the last 10 years have some 
police agencies provided safety equipment at no cost to police 
employees; this and other benefits have 'been commonplace in most 
ot.her public employment. 

Where personnel benefits cannot be secured because of 
fiscal or other problems, the police chief executive has the 
responsibility to inform police employees of those problems. 
Then employees can address complaintes to budget authorities or 
others. Based on such information, police employees may choose 
to wait until the situation improves, especially if they have 
developed a sense of confidence in the police chief executive's 
ability. With sufficient information, police employees are in 
a PQ~ition to make a much more intelligent decision, as in 
Cleveland when police employees chose between a 10 percent re
duction i~ salary for all or a 10 percent layoff of manpower. 

The problem of the small town police agency in the area 
of employee benefits is perhaps even more complex. The fianancial 
base is usually much more restricted. Those involved in the 
issue are very close to the decision. The police chief executive, 
in many cases, is an appointee of the lawmakers or jurisdiction 
administrator and has few, if any, tenure rights. His is a 
difficult but not an impossible position. 
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Every police chief executive should provide for the 
effective exchange of information within the agency. He should 
know what his employees want, how they feel, and he should act 
on this information. He also should inform all his employees 
of his views and the planned activities of the agency. This 
two-way exchange of information can minimize rumors and smooth 
the way for implementation of many agency policies and programs. 

It is sometimes difficult, however, for the chief ex
ecutive to gain information from first level employees. The 
military structure of police organizations, and reliance on the 
chain of command within most agencies, can hinder the upward 
flow of information. The requirement that information be in 
written form, and the knowledge that such reports will be re
viel'led at numerous levels of command, inhibi t candor. 

In smaller agencies an open door policy, which provides 
regularly scheduled periods for the police chief executive to 
hear employee grievances, may be feasible and effective. Larger 
agencies may elect representatives from each major subdivision 
to present their attitudes to the chief executive through regu
larly scheduled conferences. The distribution of questionnaires 
to officers, or using rollcall training time or informal employee 
gatherings preside~ over by the divisional supervisors, may 
provide an expedient means to determine employee attitudes on 
key issues. Intradepartment mailing systems should provide 
personnel with direct access to the chief's office. Feedback 
is the prime component in the guidance system that enables a 
chief executive to formulate policy that is both rational and 
realistic. 

Some police chief executives resist employee participa
tion in the decisionmaking process. Others encourage it with 
considerable success. Participation in this context means 
assistance. 

When employees bring a problem to the attention of the 
chief executive, he should use them as a resource to solve the 
problem--the solution often may be the employees' suggestion. 
This method puts some of the responsibility on the employees 
themselves, lets them feel the difficulties of the development 
process firsthand, and allows them an opportunity for occupa
tional growth. 

Significant managerial activities involve some risk, 
and encouragement of employee participation is no exception. 
Once employees experience the opportunity of influencing 
decisions which affect them, they may attempt to move into 
areas that are beyond the scope of their role. 

Participation or assistance, to be successful, demands 
a certain degree of compatibility on the part of the involved 
parties; a recognition by employees that final decisions must 
rest with the chief executive; and encouragement of both 
formal and informal involvement of the police employee and the 
chief executive. That will not occur overnight. Years of 
nOnin\0lvement and resistance must be overcome. But the problem 
has been met in many jurisdictions. 
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An employee grievance is an employee's complaint that he 
has been treated unjustly by the police agency or one of its 
members. A system that allows police employees to resolve their 
grievances fairly and expeditiously can function within current 
police organizational structures without the need for an employee 
organization. The lack of a grievance system will be one of the 
first issues raised by any employee organization. 

A grievance system may be viewed as a tool for maintain
ing or increasing employee morale and as another channel of in
ternal communication. Through an effective grievance system, the 
chief executive may receive valuable feedback which can be used 
to pinpoint organizational problems. 

Most police grievance systems are patterned after those 
of private 'industry. They require that an initial attempt be 
made to resolve informally the issue between the aggrieved em
ployee and his immediate supervisor. Subsequent steps may re
quire the submission of the grievance in writing, progressing 
upward through several levels of the organization. Some agencies 
use detailed forms for this purpose. Each step may have rigid 
time limits to speed the process, or may require a response to 
the aggrieved employee at'each level. The eventual termination 
of the grievance varies from final decision by the chief execu
tive, to recourse to another agency within the local government 
(such as the civil service commission) or another external 
arbitrator. 

Often a grievance system exists but is not used, sometimes 
because it is too complicated, sometimes because employees who 
have tried it have been frustrated. Sometimes a grievance report 
goes in the complainant's personnel file where it is susceptible 
to misinterpretation when the employee is considered for re
assignment or promotion. 

Research indicates that a major problem with the grievance 
system lies in the lower and middle management level of police 
agencies. In many cases these managers fail to make a decision 
on the issue in question and, instead, simply refer it to the 
next higher level. Police chief executives should establish 
firmly the amount of responsibility that lower level managers 
should assume on grievances. 

The systems which appear to be successful are those which 
are bilateral and allow the employee to use either the formal 
chain of command or to submit the grievance to an internal board 
(usually comprised of a cross section of the police agency). 

Few police chief executives have the specialized exper
ience in employee relations, employee organization activities, 
and collective negotiations, that,is necessary to increase em
ployee effectiVeness. Many are turning to management-employee 
specialists for counsel in the field of employee relations. 

Most police agencies and local governments cannot afford, 
nor do they need, a full-time specialist in this area. However, 
the services of such a person should be available if the need 
for assistance arises. In addition, the police chief executive 
should increase-his knowledge about employee relations. Other 
members of the police agency should also be given the opportunity 
to gain this knowledge through the many seminars, institutes, and 
courses offered in this field. 
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Employee organizations are not new to police agenci/;\s. 
They have existed for many years, but generally they have oper
ated only as fraternal and professional groups. Police chief 
executives who have come up throug',h the ranks of their organiza
tion usually are or have been members of the employee organi
zation they now deal with from their management position. 

What changed primCl~rily duril!1g the 1960's was the direction, 
operation, and tenor of these organizations. Some e.mp10yee 
organizations, such as those in Detroit and New York City, cannot 
now be distinguished from organized labor unions. Police chief 
executives must be mindful of this changing relationship and 
the operation of their own employee organizations; they must 
not base their action on the fear of potential organized labor 
involvement. 'I 

In giving recognition to a police employee organization, 
the chief executive must remember that the members of the or
ganization are still his employees. The International City 
Management Association's Municipal PCIlice Administration pro
vides an appropriate description of why the police employee 
organization exists: "It exists because the employees want it, 
and are willing to give it their time and money ... Because it 
is their organization, they want it truly accepted by management. 
If the organization is ignored, they feel ignored; if the organ
ization's existence is threatened, they feel threatened. The 
police administrator seeking harmony will refrain from any 
attack on the organization which represents the men, and will 
help (the organization) gain status." 

While recognition of an employee's right to join an 
employee organization is important, the chief executive also 
has the responsibility to protect the rights of those employees 
who do not wish to join the organization. In that regard, the 
Advisory Commission on Intergovernmental Relations indicated 
that, "When the right to join becomes a duty, obviously freedom 
of choice becomes merely a catchword." 

ILLINOIS COMMENTARY 

Organizational efficiency is strongly affected by employee 
relations. Good employee relations increase employee morale. 
Since high morale and productivity have been demonstrated to be 
closely, inter~related, the police chief executive cannot afford 
to take lightly his responsibility to maintain ~ healthy climate 
between employees and management. 

Conflicts between local governmental employee practices 
and police employee desires and demands are on the rise. No 
longer can the police. chief executive assume a traditional re
active posture in such matteTS. Positive steps must be initi
ated to develop enlightened policies and procedures that promote 
mutual understanding and equitable resolution of employee/manage
ment differences. 

- 427 -



In this regard, the police chief executive must maintain 
open channels of communication between employees and management. ~ 
Failure to do so is likely to result in management's inability • 
to comprehend employee needs and desires and/or misinterpretation 
of management's intent by employees. Either likelihood can lead 
to more serious consequences, such as work stoppages or job 
actions, which severly limit agency effectiveness and citizen 
protection. 

Most commonly, work stoppages and job actions occur when 
employees perceive management as unresponsive to what they believe 
are reasonable requests for increases in salary, benefits, address 
of grievances, or changes in working conditions. The employee 
takes part in work stoppages and job actions because in his frus
tration he feels symbolic action will dramatize his requests. 

Illinois Standard 14.4 deals more specifically with pre
venting the occurrence of work stoppage and job actions. Effec
tive two-way communication, however, is one of the key factors 
in detecting the problems which may lead to confrontations be
tween employees and management and taking steps to correct these 
problems before work stoppages or job actions take place. 

Many work stoppages and job actions could have been avoided 
by more equitable employee practices. Governmental entities in 
communities where job actions and work stoppages occurred have 
not always dealt honestly and fairly with the police employee. 
For example, salaries remained below the median for a given area, 
benefits were given and taken away or modified frequently, and 
employees were required to purchase and maintain their own health 
and safety equipment. In addition, pOlice employees have seen 
or heard of too many cases where protestations of the government 
en ti ty' s inabi Ii ty to meBt re asonab Ie employee demands have proven 
false. 

On the other side of the issue, however, there have been 
employees who have demanded too much. Police agency employees 
whose requests have gone beyond the reasonable ability of the 
governmental entity to meet have set the stage for confrontation 
and job actions or work stoppages. In such cases these actions 
are viewed as a breach of faith with the community the employees 
have sworn to support. The result is that the police agency 
loses the respect, cooperation, and trust of the community served. 
Quite possibly, because of the hostile climate created by the 
work stoppage or job actions, the employees stand to gain less 
in the final settlement than if their initial demands had been 
well reasoned. Where does the police chief executive stand in 
view of the nature of this two-sided issue? The answer is that 
he has a foot in each camp and therefore has a considerable role 
to play in insuring that no work stoppages or job actions occur. 

As a representative of management, the police chief 
executive has an important role to play in keeping the employees 
or employee organizations informed. He must see that they are 
fully aware of the fiscal position of the governmental entity. 
He should also advise them on the merits of benefits vs. salary, 
etc. Further, the police chief executive should provide summary 
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notes of town council meetings so the employees can consider 
the public mood when formulating desired job benefits. In 
dealing with an employee organization, the police chief ex
ecutive should insure that the organization has the training 
to present salary and benefit requests in a positive an~ 
effective manner. 

The police chief executive also has a clear responsi
bility as advocate for his assigned personnel before the proper 
officers of the government entity. In this capacity he i~ the 
propel' person to submit salary and benefit requests as reflected 
in the agency budget. He must insure that all departmental 
employees have had input into these requests. 

In addition, the police chief executive should at the 
time of occurrence bring to the attention of management any 
reasonable requests for changes and improvements in working con
ditions. By keeping both sides well informed and by working at 
building an appreciation of both groups' co"ncerns on a daily 
basis, the police chief executive can do much to foster an 
atmosphere of mutual understanding and satisfaction and reduce 
the likelihood of work stoppages or job actions. . 

If the police chief executive is compromised in his dual 
role of agency administrator/employee advocate by unreasonable 
demands or actions by either his superior or subordinates, the 
agency employees, the community, and the individual citizen 
suffer. 
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ILLINOIS STANDARD 14.2 

POLICEEMPLOYJjE ORGANIZATIONS 

Every police employee organization in the State of 
Illinois should immediately formalize written policies, rules, 
and procedures that will protect the rights of all members and 
insure that they can remain responsible to their oath of office. 

1. Every police employee organization should place in 
writing the scope of its activities to inform all members of 
their organizationts programs and their representatives' 
activities. 

2. Every police employee organization should adhere to 
rules and procedures designed to insure internal democracy and 
fiscal integrity. These rules and procedures should include: 

a. Provisions to protect members in their relations 
with the police employee organization; 

b. Standards and safeguards for periodic elections 
by secret ballot; 

c. Identification of the responsibilities of the 
police employee organization officers; 

d. Provisions for maintenance of accounting, auditing, 
and fiscal controls, including regular fin~ncial reports; 

e. Provisions for disclosure of financial reports and 
other appropriate d.ocuments to members, re~~ulating 
agencies, and the public; and 

f. Acknowledgment of responsibility to the State and 
Federal agencies legally charged with regulation of such 
employee organiza.tions. 

NAC COMMENTARY EXCERPTS 

Police employees voluntarily are placing their future 
personnel benefits and, to some degree, their professional image 
in the hands of the employee organization and its representatives. 
Every member, therefore, should know the activities and direction 
of the employee organization. The members should require that 
the scope of employee organization programs and its representa
tives' activities be described in writing and made available to 
all members. 

The nature of the employee organization and its represen
tatives is influenced by the police agency, the community, and 
the employee organization itself. Police employee organizations 
generally mirror the management style of the police agency by 
reflecting either an effective democratic base or by placing 
nearly autonomous leadership in the hands of a few representa
tives. 
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Elected police employee organization representatives are 
by definition political figures. To remain in their position~ 
they must satisfy their constituents--police employees. 

The police agency administration, including the chief 
executive, also influences police employee organization repre
sentatives' activities. An effective management-employee team 
requires high quality representation to provide support for 
reasonable benefits, and to strive for greater professionalism. 
Election as an employee organization representative should not 
be a deterrent to future promotion, or impose hindrances such 
as job assignment conflict and limit of employee organization 
business to off-duty time. 

Police employee organizations have been effective where 
there is a positive working relationship with the police agency, 
or an active political involvement, or both. Police must not 
compromise their position of political neutrality and professional 
objectivity. Yet inappropriate political activities of employee 
organization represent~ttives may precipitate such a compromise 
even. though agency management and employee group membership are 
opposed to it. 

Police employee organizations rightfully seek provisions 
from the police agency that protect all poli.ce employees from 
arbitrary and capricious actions by the agency. Police chief 
executives rightfully should seek similar measures from the 
employee organization to protect all employees from arbitrary 
and capricious actions by the police employee organization. 

The Advisory Commission on Intergovernmental Relations 
in its report Labor-Mana~ement Policies for State and Local 
Government recommended t at .public employee organizations adhere 
to certain basic rules and practices designed to maintain in
ternal democracy and fiscal integrity. Similiar recommendations 
were adopted by the National League of Cities. 

Some observers contend that employee relations legislation 
necessitates excessive pape"rwork for employee organizations; 
that it cannot insure internal democracy; and that the lack of 
it in many States is evidence that it is unnecessary. 

Others contend that this legislation balances the rights 
of each employee against those of the employee organization, 
and establishes legal recourse for employees who feel that they 
have been treated unfairly by the employee organization. They 
contend it alleviates employee organization mismanagement or 
improprieties that could seriously affect the image and effective
ness of individual police employees, the police agency, and the 
employee organization. 

One" of the most common cmnplaints from members of police 
employee organizations is the misuse of dues income. Unfair 
police labor practices are prohibited by legislation in 11 States. 
The most comprehensive legislation is in Connecticut, Maine, and 
Massachusetts. John Burpo has stated that such laws benefit both 
the police agency and the police employee organization by pro
hibiting nearly every form of abuse by agency, employee, and 
employee organization. This legislation is particularly effective 
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against employee organization abuses when it provides for with· 
drawal of the organization's accreditation as the exclusive 
bargaining agent. This eliminates the organization's funda
mental base of power. 

An employee organization's fiscal integrity is extremely 
important because actual or even rumored abuse can adversely 
influence public perception and support of the police agency. 
To insure this integrity, the employee organization should 
publish and distribute regular, complete financial reports to 
all employees and the public. Fiscal activities also should 
be monitored by the employee relations administrative body, 
the State corporation commission if the employee organization 
is incorporated, the Internal Revenue Service, or the courts. 
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ILLINOIS ,STANDARD 14.3 

COLLECTIVE NEGOTIATION PROCESS 

Every police agency and all police employees should be 
allowed to engage in collective negotiations in arriving at 
terms and cond.itions of employment that will maintain police 
service effectiveness and insure equitable representation for 
both parties. 

1. JUly legislation enacted by the State of Illinois to pro
vide for collective negotiations between police agencies and 
public employees should give equal protection for both parties 
and should include: 

a. Provisions for local jurisdictions to enact 
specific rules for the collective ~egotiation process; 

b. Procedures to prevent either party from circumvent
ing the collective negotiation process; 

c. Provisions for police agency retention of certain 
unrestr'icted :rna,nagement rights, to insure proper direc
tion and control in delivering police services; 

d. Provis ions to proh:tbi t police employees from 
participating in any concerted work stoppage or job 
action; an.d 

e. Procedures that require adherence to the collective 
negotiation legislation by all parties. 

2. Every police chief executive should insure that he or 
his personally, designated representative is present during "all 
collective negotiations involving the police agency. 

3. Every police agency should insure that all police 
employees receive training neces?~ry to maintain effective 
management-employee relations. 'I'his training should include: 

a. Sufficient information to provide all employees 
with a general knowledge of the management-employee 
relations process; 

b. Specific instructions to persons who represent 
the police agency in the collective negotiation process; 
and 

c. Specific instructions to enable every supervisory 
police employee to perform his duties under any col-
lective negotiation agreement. : 

4. Every police chief executive should encourage em
ployee organizations to provide training to enable their repre
sentatives to represent members in the negotiation process 
adequately. 
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s. Every police chief executive should establish ~dmin~ 
istrative procedures to facilitate the police agency's opera
tion under any collective negotiation agreement. 

NAC COMMENTARY EXCERPTS 

Overall, State and local public employee relations legis
lation is confusing, fragmented, contradictory, and, many times, 
incomplete in its coverage of employees, There is a growing . 
trend toward legislation requiring mandatory negotiations, par
ticularly for public safety employees. 

It is generally agreed that what is needed is a general 
State statute that will balance management rights and employee 
needs, and provide a foundation for effective management-employee 
relations. At the same time, such legislation would recognize 
that police agencies and police employees throughout each State 
vary in their needs and organizational environment. Such 
statutes must allow for variations and individual applications. 
Some police employees may not feel the need for, or may not want 
to engage in, collective negotiations. They should not be forced 
to do so. 

Laws establishing collective negotiations for public 
employees have withstood legal attacks on their constitution
ality. Courts have been favorable to statutes that reflected 
careful study and use of the experience of both public and 
private employee relations programs. 

Local jurisdictions should be allowed to establish speci
fic rules for the collective negotiation process. Negotiation 
involves money and policy formulations that are usually res
ponsibilities of the local government and individual police 
agency. The police employee organization must interact and 
negotiate with local government and the police agency, not 
wi th the State. 

It is possible that failure by local. jurisdictions to 
deal with these issues will cause them to be decided by the 
courts, the State, or unpredictable political influences. The 
three issues most often in dispute are: recognition of the 
emplQyee organization; determination of the negotiation units 
to be represented; and initiation of good faith negotiation. 
These also have been the primary causes of public employee 
worle stoppa.ges and job actions. 

Exclusive r€~ognition of the organization that represents 
the majority of the employees involved in the negotiation process 
is essential to an effective program. Negotiation between more 
than two parties could result in excessive conflict and prevent 
settlement. It is generally agreed, however, that the local 
jurisdiction and police agency should allow representatives 
of a limited, reasonable number of minority group employees to 
be heard prior to the actual negotiation process. 
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Police employee organizations usually are willing to 
negotiate in good faith; however, sometimes they resort to 
political circumvention and external pressures when the negoti~ 
ation seeingly does not satisfy their objectives. For effective 
collective negotiations, such circumvention should be restricted; 
requiring both parties to negotiate for the end results. 

Because few local jurisdictions have set restrictions, 
the negotiation process continues to be primarily a political 
process. Often such outside influences as local and State 
legislative bodies, the press, and the public are brought into 
the negotiations by both sides in an attempt to strengthen their 
stand. 

If collective negotiation is going to work, everyone 
must work toward requiring that both parties reach an agreement 
solely within the process. Alternatives other than those avail
able at the negotiation table must be closed. 

Collective negotiation does not require unnecessary or 
unreasonable concession on the part of police management. The 
ability of the police to provide police services must not be 
affected by collective negotiation. The State legislation that 
establishes collective negot~ation for police employees should 
also define the parameters of negotiable issues and make pro
visions for dispute resolution on these issues. 

Because public employee organizations in the past usually 
dealt directly with local government in the areas of personnel 
benefits, police chief executives were able to avoid becoming 
directly involved; they continued to operate their agencies 
wi thout Jll,uch intervention. Collective negotiation has changed 
that situation. Police chief executives who do not involve 
themselves in the negotiation process could find their manage
ment capability seriously restricted. 

Experience with collective negotiation in the public 
sector indicates that the best approach for the police chief 
executive is to negotiate directly with the employee organiza
tion, using the lea~t cumbersome machinery and procedures. 
The police chief ex~cutive or his representative should be 
included among the local government negotiation team, but many 
chief executives have resisted actually being a party to the 
process. They have felt that they best can retain their man
agement position by remaining neutral but present during the 
negotiating process, with the ability to direct the government 
negotiator, when necessary. However, the police chief execu
tive must also recognize that his relationship with his em
ployees will be largely set once an agreement is reached. 

lfuen the positions of supervisors and middle managers 
are heard prior to the new negotiation, they give the result
ing agreement greater support. These employees can be a valu
llble resource to the chief executive. If police management 
g'oes into negotia.tions without their information and support) 
it may lack the necessary insight to negotiate a practical, 
effective agreement. 
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Informal talks between the police chief executive and 
the employee organizations, prior to the negotiation process, 
can bring the specific areas of disagreement into focus. Nego
tiation should begin with problem definition, not with the 
exchange of proposals and counterproposals. 

To increase employees' ability to consider the negotia
tion process intelligently, all police en~loyees should be 
informed by the agency of their role in the management-employee 
relations program and how the program will affect them. The 
most effective time to dispense such general information is 
during basic police training for. sworn employees, introductory 
orientation training for nonsworn personnel, and routine annual 
training for other employees. 

Updated information then should be transmitted through 
the police agency's internal communication network. Information 
presented by the police agency must be objective and unbiased 
even though it may be in response to biased information presented 
by the employee organization. The employee organization should 
be permitted to present information, at its own expense, to all 
police employees. 

The collective negotiation process is a difficult one 
requiring careful preparation and able execution. It cannot be 
conducted successfully with tricks and gimmicks. A police 
agency should be represented by a team of experts in personnel, 
budgetary, and field operations management. Such representatives 
should be designated long before negotiations begin and should 
be given as much training, experience, and information in the 
area of collective negotiations as the agency can support. 

Effective training can be obtained from academic insti
tutions, government agencies, other negotiators, and labor 
and public employment lawyers. 

Police agency representatives should develop and maintain 
a system which acts as a clearinghouse for information, includ
ing court and arbitration decisions. All internal matterw asso
ciated with management-employee relations should be sent to the 
agency representatives. Previous contracts of ather local police 
agencies are particularly important" With this information, 
the agency representative should be able to develop sound posi
tions, avoid failures, and maintain fair and effective employee 
relations. 

Once an agreement is reached, the resulting contract must 
be implemented. The police chief executive has the primary 
responsibility for insuring that all police employees understand 
and abide by the agreement. The contract must be presented 
clearly and concisely at a level consistent with the education 
and experience of those who will be affected by it. 

Individuals who represent the police employee organiza
tion during the collective negotiation process must be as skill
ful and knowledgeable as the representatives of the police 
agency. The police chief executive should be concerned with 
the adequacy of this representation, since inadequate represen
tation can cause tIDsatisfactory negotiation results and sub
sequent employee unrest. Therefore, employee organization 

- 438 -



I. 
I 

I 

representatives should be encouraged to take advantage of the 
same training programs available to the police agency. 

Employee organizations must realize that most police 
chief executives confront the same forces that they do, and 
that few control the purse strings. Where both the police chief 
executive and employee organization work together to secure 
reasonable benefits, conflict can generally be avoided. 

The most important element in the maintenance of effective 
management-employee relations programs and collective negotia
tions is what happens within the police agency after the nego
tiation process. The public, and many police chief executives 
and local governmental officials, look upon collective nego
tiation as an annual (or less frequent) activity that once con
cluded can be forgotten until the next negotiation period. 
Actually, the process continues, even though formal negotiation 
may not be occurring. 

Interpreting the contract is a continuous process. Line 
supervisors usually will interpret it themselves in relation to 
their specific problems; however, interpretation of complex 
clauses and operational adherence to the contract generally is 
the responsibility of the agency's trained representatives or 
the local jurisdiction's personnel agency. This same person 
or agency should be available to field supervisors for indivi
dual assistance. 

In many cases operational orders and. manuals must be 
rewritten to conform to the contract. This may involve a 
significant amount of work. 

When new operational orders that affect areas subject 
to negotiation, or that are part of the existing contract, 
are drafted, they should be made available to a representative 
of the employee organization prior to implementation. The 
assistance of the organization during an order's drafting can 
be very effective. If the employee organization is not in
volved in this process, it may file a grievance, particularly 
if it disagrees with the order. This type of grievance has 
been generally upheld if submitted to arbitration or a regu
latory agency. 

One of the most perplexing problems fa,.cing police 
collective negotiations is the determination of an appro-
priate division of employees into representative units. The 
principal issue in dispute has been the definition of super
visor and management employee and whether these persons should 
be included in a bargaining unit including first level employees, 
or in a separate unit, or in no unit. 

Although police employees want the power afforded by 
the largest unit that can be organized, they usually will re
frain from grouping themselves with nonpolice employees. In 
communities strongly influenced by organized labor, police 
employees tend to organize on the basis of rank. In other 
communities, particularly in the West, police employees have 
remained together regardles.s of rank. This is probably 
because in most agencies supervisors and management personnel 
generally rise from the ranks. 

- 439 -



Public employers differ in their view of this issue. 
Some favor a single large unit that avoids excessive fragmen
tation which might damage negotiations and lead to organization 
rivalry. FragmentatiQn prolongs negotiations and, more impor
tantly, can force the employer to reach several different agree
ments that will result later in confusion and conflict during 
normal operations. 

Other public employers contend that fragmentation can 
be beneficial because it reduces the power and effectiveness 
of the units, and because the re~ulting rivalry will cause 
conflict among the units rather than with the employer. Nearly 
all public employers desire to exclude supervisors, and parti
cularly management personnel, from negotiating units. (They 
contend that if they are not excluded, management is pitted 
against management.) 

A major factor used in determining the appropriate unit 
is community of interest, but, particularly in the police sector, 
this is an elusive term. Employees who are subject to the same 
personnel policies and working conditions, who have had a common 
history particularly in negotiation patterns, who have a voca
tional specialization along professional lines, and who have 
similar authority and exercise similar rights are said to form 
a community of interest. Except for the last, this includes 
nearly all police employees in an agency regardless of rank; 
therefore, all could belong to one unit. 

The Advisory Commission on Intergovernmental Relations 
in Labor-Management Policies for State and Local Government 
strongly recommended that State legislation determine the appro
pria te units and that managerial and supervisory personnel, 
elected and top management appointive officials, and certain 
confidential employees, be excluded from any unit engaged in 
collective negotiations. Fifteen States do require that either 
uni t determination or its dispute resolution be a respons ibili ty 
of the regulatory agency, and several specify unit determination 
through State legislation. 

Impasse resolution procedures are invoked when collective 
negotiations break down and the parties cannot mutually resolve 
the disputed area. In the private employment sector, a strike 
by employees or a lockout by the employers is generally the 
result. But for the police service, such a result is both 
inappropriate and undesirable. The public employment sector, 
therefore, has sought other procedures. Generally, impasse 
procedures first involve mediation, then factfinding. National 
systems usually avoid the Canadian and European practice of 
arbitration and, instead, accept resolution by the legislature. 
Experts in the field, practitioners in police collective bargain
ing, and academicians all differ on their preferences and sup
porting reasons on impasse procedures. Many change their views 
after personal experience. To date, no truly successful model 
has been found. 
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Arbitration to settle disputes in the determination of 
the collective negotiation agreement is a relatively untested 
procedure even in the private sector. Its primary purpose in 
the public sector is to resolve disputes and avert the potential 
of a police work stoppage--in itself a doubtful hope. Whatever 
procedure is developed must fit the needs of the local situation 
and, to be effective, must be born from a consensus of the 
local government, police agency, and police employees. The 
community that will be served by the results must also be in
volved because ultimately it must bear the cost. 

ILLINOIS COMMENTARY 

Illinois police chief executives see the collective 
negotiation process as a practice increasing gradually in 
acceptance and usage for employees of governmental agencies. 
Whether personally opposed to collective negotiations or not, 
they perceive the need to establish expertise to enhance their 
administrative capabilities. Labor relations in general and 
collective negotiation in particular are areas in which the 
police chief executive must maintain competency. 

In his dual role of agency manager and employee advo
cate, the police chief executive must balance management con
siderations with the need to obtain reasonable salary and 
benefits for agency employees. This balance is often very 
hard to maintain,particularly given the political realities 
that exist in some Illinois police agencies. Moreover, some 
agency employees, such as civilian radio operators or records 
clerks, would not be covered under collectively negotiated 
agreements. The police chief executive must insure that col
lective agreements do not detract from the functions these 
employees perform or the benefits they receive. 

To insure that the police chief executive meets his 
responsibilities to both management and employees in the event 
of future collective negotiation, he should immediately do the 
following: 

a. Provide general information on the employee/manage
ment relations process to all employees, both 
civilian and sworn. 

b. Encourage employee organizations to provide training 
to insure proper ability of the employees to re
present themselves and their needs adequately. 

c. Establish clearly his position in the collective 
negotiations process. 

A major concern of the Illinois police chief executives 
discussing this standard was the issue of management rights 
in the collective negotiations process. To avoid erosion of 
administrative prerogatives, it was felt that management rights 
should be delineated in every collective negotiations agreement. 
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Two suggested formats for this purpose can be found in Collective 
Bargaining Agreements for Police and Firefighters, U. S. Bureau 
of Labor Statistics: 

Provisions took two general forms. First, there were 
general statements of management's rights, which were 
broadly written to encompass all rights accruing to 
the employer. Residual rights clauses, for example, 
reserved to government employers those rights not 
specifically modified by the contract: 

(31) In the interpretation of this agreement the 
City shall not be deemed to have been limited 
in any way in the exercise of the regular and 
customary function of municipal management and 
shall b~ deemed to have retained and reserved, 
unto itself all the powers, authority and pre
rogatives of municipal management as such rights 
existed prior to tho execution of this agreement 
with the Association except to the extent ex
pressly abridged by a specific provision of 
this agreement 

Management's specific rights were enumerated under the 
the second form. Typically, enumerated clauses contained 
a list of prerogatives falling within management's sphere 
which were subject to modification by the terms of the 
contract: 

(33) The City has the right and is entitled, without 
negotiation or reference to any agreement result
ing from negotiating, to: 

(a) Direct its employees; 
(b) Hire, promote, classify, transfer, assign, 

retain, suspend, demote, discharge, or 
take disciplinary action against any 
employee; 

(c) Relieve any employee from duty because of 
lack of work or for any other legitimate 
reason; 

Cd) Maintain the efficiency of its governmental 
operations; 

(e) Determine the methods, means and personnel 
by which its operations are to be conducted; 

Cf) Take whatever actions may be necessary to 
carry out its responsibilities in situa
tions of emergency; and 

(g) To contract or subcontract matters relating 
to municipal operations, provided that such 
contracting or subcontracting shall not be 
entered into for the purpose of circumventing 
this agreement. 
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The Illinois police chief executive is a progressive 
manager, willing to accept change or compromise as employee
management conditions require. This is a healthy attitude. 
To be otherwise is to risk losing the loyalty and respect of 
the department's employees. 
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ILLINOIS STANDARD 14.4 

WORK STOPPAGES AND JOB ACTIONS 

Every police chief executive should immediately prepare 
his agency to react effectively to neutralize any concerted 
work stoppage or job action by police employees. Any such 
concerted police employee action should be prohibited by law. 

1. The State of Illinois should enact legislation that 
specifically prohibits police employees from participating in 
any concerted work stoppage or job action. 

2. Every police agency should establish formal written 
policy prohibiting police employees from engaging in any con
certed work stoppage or job action. 

3. Every police agency should develop a plan to main
tain emergency police service in the event of a concerted 
employee work stoppage. 

4. Every police chief executive should consider the 
initiation of internal disciplinary action, including dismissal, 
against police employees who participate in a concerted job 
action or work stoppage. 

NAC COMMENTARY EXCERPTS 

Strikes by public employees have been prohibited almost 
universally by specific legislation, governmental policy, or 
the common law; various penalties have been prescribed. 

The government's position should not be reversed; all 
States should specifically prohibit concerted work stoppage 
and job actions by police employees. The Advisory Commission 
on Intergovernmental Relations in Labor-Management Policies for 
State anQ Local Government recomm~nded a similar provision. 
This is necessary in view of the increased police employee 
activities in this area and the deletion of no-strike provisions 
in many public employee organization constitutions including 
the International Association of Fire Fighters; American 
Federation of State, County and Municipal Employees; and the 
many factions of the International Conference of Police Associ
ations. 

The courts find little difficulty in upholding these 
legislative prohibitions and have taken a similar position on 
such apparent subterfuges for the strike as concerted sick 
calls and mass resignations. In United Federation of Postal 
Clerks v. Blount, 30 L Ed. 2nd 38 (1971), the United States 
Supreme Court affirmed a lower court decision prohibiting 
Federal employees from striking. This pattern was maintained 
in Bennet v. Gravelle, United States Court of Appeals, Fourth 
Circuit, No. 71-1311, November 19, 1971, where it was also 
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stated that a strike would not be made legitimate even though 
striking employees may have a justifiable reason. 

The courts have defined a public employee strike quite 
broadly, but States should acknowledge that the wording of 
statutes should be broadened to include such subterfuges as 
concerted work stoppages and job actions. A good example of 
legislative definition of strike is found in 17.455(1), Act 336, 
Michigan Public Acts of 1947 as amended, which states in part, 
II ••• the concerted failure to report for duty, the willful ab
sence from one's position, the stoppage of work, or the abstin
ence in whole or in part from the full, faithful, and proper 
performance of the duties of employment, for the purpose of 
inducing, influencing, or coercing a change in the conditions, 
or compensation, or the rights, privileges, or obligations 
of employment." 

Frequently legislation has provided no mandatory penal
ties, but there is a trend to include explicit penalties for 
both the participating employees and the involved employee or
ganization. The issue of penalties is perplexing~ there is 
some dispute over whether they should be mandatory, discretion
ary, or nonexistent. 

Some States permit dismissal of participating employees, 
while others rely on heavy fines. Many now employ unfair labor 
practices statutes that penalize employee organizations through 
loss of dues, loss of recognition as a bargaining organization, 
heavy fine, and imprisonment for organization officials. 

No law has prevented all strikes. Legislative prohi
bition and penalties undoubtedly restrain many from partici
pating in concerted work stoppage and job actions; however, 
their precise degree of effectiveness is unknown. There has 
been a growing trend to grant amnesty to participating employees; 
it is a trend that seriously dilutes the effectiveness of legis
lation. 

Some contend, as Aussieker does in Police Collective 
Bargaining, that specifying punitive action is self-defeating. 
Employees and their organizations may regard them as a chal
lenge rather than a restraint. Specific penalties also deprive 
public employers of flexibility in dealing with a personnel 
problem--a work stoppage or job action. In settling a concerted 
work stoppage or job action, some public officials have had to 
waive the statutory penalty provision by granting amnesty. 

Others believe that discretionary or unspecified penalty 
sanctions create a sense of uncertainty that in itself might be 
a deterrent. Some, particularly academicians and public em
ployee o'rganization leaders, maintain that strikes should not 
be prohibited. They contend that the lack of a prohibition 
adds realism to management-'employee relations. A pragmatic 
approach to the current police problem seems to involve the 
compromise of prohibiting police employee work stoppages and 
job actions, but allowing a maximum of executive flexibility 
and discretion in the application of the law. 
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When police employees walk off the job, who will protect 
the public? That has been the paramount question facing police 
chief executives throughout the country since police work stop
pages began occurring. The longer the delay in restoring at 
least emergency police service, the greater the potential for 
public. injury, death, and property loss. EVen though they 
are faced with these serious consequences, few police chief 
executives have developed a plan to cope with a concerted em
ployee work stoppage. 

The initial consideration must be the source of man~ 
power sufficient to supplement employees who may remain on 
the job. An agency that is not part of a large metropolitan 
area may find that adjacent police agencies cannot handle more 
than their own normal workload. 

Although it has not happened yet, a struck agency could 
find that police employees responding for assistance may respect 
the labor dispute action of the police employees engaged in 
the work stoppage. This becomes a greater possibility as more 
and more police employees join larger organizations. 

Every police chief executive should be prepared to seek 
a court injunction to order police employees back to work. 
This places the responsibility on the employee organization 
leaders and brings the court in as a neutral third party. If 
a ban on police work stoppages is to be effective, the law 
must be invoked and injunctions requested. 

The police chief executive faces a difficult decision 
in resolving work stoppages or job actions; whether or not to 
initiate internal disciplinary action or dismiss praticipating 
employees. With very few exceptions this activity is subject 
to disciplinary action by either law or internal regulation or 
both. Police chief executives who have not faced this situ
ation will usually state that participating employees should 
be disciplined to the fullest extent. But those who have been 
confronted with the situation realize that many problems must 
be considered before reaching a decision on disciplinary action. 

The problems involved in disciplinary action against 
job actions or work stoppages are both administrative and 
operational. How many police chief executives can gather 
sufficient information, formally charge, and put on disciplin
ary he"arings for SO to 90 percent of their employees? In 
addition, it would be difficult if not impossible to replace 
this number of employees, particularly in sufficient time to 
meet the demands for police service. Suspending such a large 
number of employees would seriously deplete the agency's 
strength. 

The discretionary approach permits the police chief 
executive the necessary degree of flexibility. It allows 
for individual disciplining of leaders or persons who incited 
the activity, rather than all involved employees. 

John Burpo in The Police Labor Movement as well as M. W. 
Aussieker, Jr., in Police Collective Bargaining contend that 
taking no puni ti ve action ''lould be the best course of the police 
chief executive. They claim that wholesale suspensions could 
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destroy the agency, that individual suspensions or jail sentences 
simply make the involved employees heroes 01' martyrs, and leaders 
in future disruptions. 

Both of these sources express the feeling that the no
action approach will not cause the police employees to go un
punished. They contend that civil and criminal action should 
be sought. Others consider this an abdication of authority and 
responsibility by the police chief executive. Whatever decision 
the police chief executive makes, it should be his to make, with 
the knowledge that his decision will have a long-lasting effect 
on the operation of his agency. 
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ILLINOIS STANDARD 14.5 

CONTINUING PHYSICAL FITNESS 

Every police agency should establish physical fitness 
standards that will insure every officer's physical fitness 
and satisfactory job performance throughout his entire career. 

1. Every agency should immediately establish realistic 
weight standards that take! into account each officer's height, 
body build, and age. 

2. Every agency should require for each officer a phy
sical examination administered biannually, annually, or semi
annually to determine the officer's level of physical fitness. 
The frequency of the examinations should increase with the 
officer's age. If the officer fails to meet the predetermined 
standards, a program should be prescribed to improve his phy
sical condition. 

3. Every agency should provide or make available fa
cilities and programs that enable every officer to maintain 
good physical condition, to monitor his condition, and to 
meet predetermined physical standards through program en
forcement measures. Consideration should be given to intra
mural athletics, exercise, weight reduction, and other physi
cal fitness programsi 

4. Programs, tests and examinations required by the 
agency should be provided at the direction and expense of the 
agency. 

NAC COMMENTARY EXCERPTS 

Although many agen.cies have TIllnlmUm physical standards 
at the entry level, few, if any, have adequate physical con-
di tioningand ,.;eigh t control programs beyond the recruit level. 

In many occupations the daily level of physical exertion 
is predictable. A bus driver, for example, may kno,'l that his 
most difficult daily task will be to make a tight tu~n, while 
a professional athlete will normally exercise at maximum 
levels. Unfortunately, a police officer cannot predict his 
physical activity. For many days he may operate at a minimal 
level, then suddenly be faced with a situation requiring iast 
pursuit and physical struggle to apprehend a suspect. If 
the officer is physically unfit, he may not only fail to catch 
the suspect, but he may further endanger himself 01' the public. 
According to the AmeTican Heart Association, a person in poor 
condition who attempts sudden strenuous physical activity runs 
a .relati vely high risk of inju.ry, strain, or heart attac~." 
This is further substantiated in a study by Dorothy W. 8Yriith 
and Claudia P. Gips, Care of the Adult Patient, which found 
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that persons who exercise regularly rQ~ a lower risk of heart 
attacks than those fail to exercise. 

George R. Stevens in his 1971 study concluded: 

Current thought among administrators of police 
training programs indicates not only the necessity 
for the development in recruits of strength, speed, 
and motor ability, but the development also of 
physical fitness. This would include a healthy 
condi tion of the heart, lungs, and circulatory 
system, as indicated by the ability of the body 
to adapt to and recover from periods of physical 
stress. This type of fitness is interpreted to 
rosult in more efficient performance of duty, 
reduced possibility of cardiac pathology, less 
frequent on or off-duty injury due to overexertion, 
and, therefore} a greater career expectancy rate 
not heavily affected by medical retirements or 
medically connected terminations. 

Despite demonstrated benefits of physical fitness programs, 
few agencies have implemented them. Some police agencies are 
conducting pilot studies and developing standards. Particularly 
interesting is the Physicological Fitness Standards Project, 
funded through the Law Enforcement Assistance Administration 
and administered by the Los Angeles County Sheriff's Department. 
Such research may result in standards of physical fitness that 
will be widely adopted. 

Pending availability of thorough, documented physical 
standards, several interim measures should be implemented. The 
first is realistic weight standards that take into account the 
individual officer's height, build, body fat and age. 

Standards should be'develop~d to monitor an officer!s 
physical fitness throughout his career. Physical examinations 
should be required perioci.ically and with increasing frequency 
as the officer grows old~r. This is a valuable procedure because 
it can disclose previously undetected conditions that could cause 
a disability injury or premature retirement. Once the condition 
is detected, measures can usually be taken to eliminate it, thus 
extending the usefulness and length of an officer!s ca~eer. The 
Harvard Law Review noted that "even when preventive examinations 
are undertaken, they are valuable only to the extent that the 
patient returns to learn the results and accept the doctor!s 
advice." To be effective, steps must be taken to deal with neg
ative conditions discovered during the periodic examinations. 

If the weight control and periodic physical examination 
programs are to be effective the correction of negative conditions 
should be required within a realistic time limit and should be 
supervised by a specialist. Adequate, convenient gymnasium faci
lities should also be provided. This should pose no problem for 
large agencies; smaller agencies might utilitze local schools, 
parks, recreation departments, or other civil facilities such 
as the YMCA. 
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ILLINOIS COMMENTARY 

Physical fitness should be an on-going concern. It is 
to the benefit of all involved, the officer, his department, 
and the public, that physical fitness standards be estblished 
and maintained by every police agency. In addition to the 
obvious health benefits, good physical condition promotes more 
effective job performance and enhances the public image of the 
department as well as that of the police profession. as a whole. 

If a police department requires that physical standards 
be met as a condition of employment, as supported in Standard 
11. 2 it has an obligation to nHdntain physical requirements 
for all officers throughout their employment with the depart
ment. In fact, in the state of Ohio, this principle was up
held by a court ruling in regard to testing for the Ohio State 
Police. The court held that because physical fitness was an 
entry-level requirement for state police officers, testing for 
the same level of fitness must be on-going for all inservice 
officers. The Ohio Department of State Police was directed 
either to develop a program to insure physical fitness was 
maintained or drop the entry-level requirement. 

Another drawback to establishing physical requi.rements 
for police entry without follow-up measures to insure that 
every officer maintains that physical fitness is the fact 
that once an individual passes the initial examination his 
concern for physical fitness often changes. For example, 
one police chief executive told the Standards and Goals Com
mittee of an officer he had once hired who met the department's 
initial weight requirements, but who soon after ballooned to an 
excessive weight. The officer's weight became so excessive, 
in fact, that he approached the police chief executive with a. 
request for peimission to drill holes in the floor of the patrol 
car so that the front seat could be relo~ated further from the 
steering wheel to prevent his stomach from rubbing against it. 
The police chief executive asked for and obtained that officeT's 
resignation. 

Only if an agency actively endorses continuing physical 
fitness programs will the officers of that agency develop posi
tive attitudes relative to the on-going importance. of physical 
conditioning. The agency should establish realistic standards 
for the officers to follow. insure examinations to monitor the 
program, and provide the necessary facili ties and equipment 
for program maintenance. Most important to the success of the 
agency's program is that all expenses involved be met by the 
agency. The agency is then in a better position to insure that 
employees consistently comply with the program requirements. 

One progressive program to assure continuing physical 
fitness, worth emulating by other Illinois agencies, is that of 
the Oak Park Police Department. According to Oak Park Chief, 
Wilbur E. Reichert, the program was initiated in response to 
a general interest in the officer's health and a particular 
concern with reducing the risk of heart attack and/or premature 
retirement. With the aid of the Oak Park Board of Health and 
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two consulting physicians, the police department collects indivi
dual data such as height, weight, and age. Then all employees 
are required to undergo a series of three physical tests comprised 
of running and calisthenics. Each employee is asked to do as 
much of each activity as they feel they can handle. Physical fit
ness profiles for every employee are then formulated on the basis 
of 10-year age increments up to 40 years of age. After age 40, 
increments decrease. Currently, the department repeats this pro
cess annually; however, ,a biannual monitoring process is recom
mended for the future. 

To further enhance the program and provide incentive for 
maintaining physical fitness, the Oak Park Police Department pro
vides athletic equipment for the employees' leisure use. In 
addition, special membership to the local Y.M.C.A. is made avail
able to all village public safety employees. And, lastly, phy
sical fitness examinations must be passed as a requirement for 
departmental promotion. These measures all help insure that the 
program receives proper employee attention and agency reinforce
ment. 

An agency that insures the continued fitness of its of
ficers will accrue additional benefits, such as fewer cases of 
physical disability, sickness, or injury. Of equal importance, 
a positive public image will result from the improved appearance 
of the officers coupled with a greater capacity to deliver better 
quality police service. 
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ILLINOIS STANDARD 14.6 

EMPLOYEE SERVICES 

Every police agency should provide employee services 
personnel to assist all employees in obtaining the various 
employment benefi ts to which they and their dependents are 
enti tIed. 

1. Employee services personnel should be responsible 
for at least the following specific employee service functions. 

a. Employee services personnel thoroughly informed on 
employee benefits should inform fellow agency employees 
of these benefits and the means for taking advantage 
of them. 

b. In the event an officer is injured, employee 
services personnel should insure that the resulting 
needs of the officer and his family are cars~ for within 
the agency's policies with a minimum of inconvenience 
to the officer or his family. 

c. In the event an officer is killed, employee services 
personnel should assist survivors in settling the of
ficer's affairs. 

NAC COMMENTARY EXCERPTS 

Since the inception of employee benefits programs after 
the Civil War, the following have been considered reasons for 
employers to sponsor them: (1) motivating optimum employee 
performance; (2) building satisfaction and loyalty and, con
comitantly, lowering employee turnover; (3) increasing support 
of the organization by employees and their families; and (4) 
attracting good job applicants. 

However, it is evident that the effects of a sound pro
gram are dissipated unless the program is administered in a 
fashion which insures that employees understand the benefits 
available to them; can take advantage of benefits with a mini
mum of effort; and, in case of illness, injury, or death, 
have their needs or those of their families attended by persons 
skilled in dealing with such matters. These program administra
tion objectives can only be achieved by an employee services 
unit consolidating all employee services and responsive to 
individual and group needs. 

Explaining employee benefits is a difficult task that 
should not be assigned to people who are engaged in other duties. 
Employee benefits challenge even the specialist because they are 
generally founded on contracts or other legal documents. Such 
documents are usually in confusing, complex legal language. 
Translating them into understandable form is the work of a 
specialist who possesses discriminating judgement, a thorough 
background in the techniques of explaining benefits, and a 
professional commitment to his- job. 
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Housing employee services in one unit eliminates frustra
tion and wasted effort for employees seeking advice; each employee 
can obtain a comprehensive explanation of his benefits. A special 
unit conveys management's concern for employee security and well
being. Industry has pioneered such units: Reynolds Aluminum 
Company's Employee Security Division insures that each employee 
understands his benefits and explains the value of company con
tributions to the employee's well-hJing. It also acts as the 
focal point for employee reaction to plan revisions and short
comings. 

While examples of the comprehensive employee services unit 
abound in the private sector, only one such model exists in law 
enforcement. The Health and Welfare Unit of the Los Angeles 
Sheriff's Department offers the entire spectrum of employee ser
vices through a single centralized uni t, wi th diversified func
tions and responsibilities including: 

1. Providing general information on health and life 
insurance programs; 

2. Processing retirement applications; 

3. Providing assistance and counseling to employees with 
financial problems; 

4. Providing comprehensive assistance to employee families 
in the event of death or serious illness; 

5. Conducting investigations involving extended sick 
leave and compensation cases; 

6. Processing industrial injuries and visiting the sick 
and injured; 

7. Providing information on educational benefits avail
able to department personnel. 

If an officer is injured, the Health and Welfare Unit 
notifies his family and frequently provides transportation for 
them to the hospital. The unit arranges for babysitters where 
required, and in general attempts to minimize the confusion and 
panic that accompany such a situation. This attitude extends to 
meeting financial as well as emotional needs. The unit expedites 
paperwork and aids the injured party to insure that his needs are 
met quickly with a minimum of inconvenience. 

When a police officer is killed, the Health and Welfare 
Unit is able to assist the family in making funeral arrange
ments, provide child care, handle insurance forms, facilitate 
the' receipt of death benefi ts, and offer moral support. 
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Agencies with fe'W'er than 150 personnel may be unable to 
afford a full-time employee service specialist. Since part-
time employee benefit staffs are unsatisfactory and smaller 
agencies sti~l desire to inform employees of their benefits and 
administer their programs with continuity and cohesion, they may 
find a solution in sharing the cost of a regional coordinator,' 
The regional coordinator should be exposed to the wide range of 
services offered by the agencies involved so he can communicate, 
them effectively to employees of the various agencies he serves 
and enable employees to realize the benefits. The regional 
coordinator would cost each agency less than a full-time specia
list, and could offer advice on which programs are most effective 
within the region. 

ILLINOIS COMMENTARY 

The following experience of a former police chief ex
ecutive highlights the need for every police agency to engage 
in some type of employee service activity to aid personnel in 
obtaining the employee benefits to which they are entitled. 
This particular police chief executive thought he was fully 
aware of the nature of his employee benefits until confronted 
with -the necessity of hospitalization. He decided to check up 
on them to insure his stay in the hospital would go smoothly. 
Upon checking, he found that no one person was charged with the 
responsibility for administering the muncipality's employee 
benefit program. Consequently, he was provided with erroneouS 
information which resulted in a lengthy and complicated "paper 
chase" with the insuring agency and an added mental burden over 
the eventual disposition of his medical bills. 

As a result of this experience, the police chief execu-, 
tive recognized the need for centralized expertise in handling' 
employee benefits for all municipal departments. He was able 
to convince the municipali ty of this need and a centrfLI munici
pal personnel affairs officer was subsequently hired. 

Further, this police chief executive initiated a program 
to actively educate department employees in all aspects of their 
benefits and encouraged them to meet with and discuss any prob
lems relating to their employee benefits with the municipal per
sonnel officer. 

Ideally, this sort of program should be repeated in each 
governmental agency in Illinois. One person should be assigned 
the responsibility of administering all employee benefits, in
cluding retirement, medical, vacation, etc. This individual 
shOUld be available on a regular basis to provide accurate and 
immediate answers to all employee inquiries. He should also 
serve as the employees' advocate to insure that each employee 
receives the proper benefits to which he is entitled. 

When properly administered, a centralized employee bene
fi t servi,ce can help insure posi ti ve employer/employee relations. 
The effoTts spent on establishing employee services in this area 
should payoff in greater employee satisfaction and, thus, in
creased job productivity. 
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ILLINOIS STANDARD 14.7 

HEALTH INSURANCE 

Every police agency should be provided with a complete 
health care program for its personnel and their immediate fam
ilies to insure adequate health care at minimum cost to the 
agency and the employee. 

1. Every agency should pay all or a major portion of 
the cost of the health care program to insure that the expense 
to employees, if any, is as small as possible. The agency should 
establish controls to insure that the highest available quality 
and quantity of medical services are provided under its plan. 
These controls should include a system of record-handling that 
facilitates swift, efficient provisions of services and feed
back of employee reaction to the program. 

2. Every police agency should insure that personnel and 
their beneficiaries are allowed to continue as members of the 
health care program after the employee's retirement, and that 
benefit and cost change under these circumstances are reasonable. 

NAC COMMENTARY EXCERTPS 

A comprehensive health care program relieves the employee 
of some of the anxieties associated with raising a family, es
pecially concern about what may happen to his family if he becomes 
ill or cannot pay for needed medical attention for his family. 
This assurance allows the employee to concentrate to a greater 
degree on his work. 

Police agencies across the United States have recognized 
the validity of making health care programs available to officers 
and their families. Ninety-seven percent of the respondents to 
the Kansas City, Mo., Police Department 1 s 1971 General Adminis
trative Survey of Municipal Police Departments said they had a 
health care program for their officers. Most departments favored 
a one-package program of major medical benefits at minimum cost 
because a group-negotiated plan generally offers more benefits 
at lower cost. 

An inadequate health care program causes employee resent
ments toward the police a.gency that offers it. Employees com
pare their health care programs with those offered by other 
agencies. Naturally they are displeased if their program. fails 
to measure up to others. 

A health care program tailored to the needs of the 
officers and their families should be negotiated with an insur
ance company. The availability of hospitals, clinics, doctors, 
and other medical services should be considered as well as the 
predominant residential pattern of the officers; employees should 
not have to travel long distances to specified hospitals or 
doctors. 
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Health care plans should ,cover completely all services 
available in a hospital: individual surgery and related ser
vices; the hospital room; emergency care; nursing care; and 
continuing medical care for pulmonary tuberculosis, mental dis
orders, drug addiction, alcoholism, and childbirth. These 
services are by far the most expensive and most financially 
disastrous to the uninsured invididual. 

As medical knowledge becomes more advanced and as medicine's 
tools become more sophisticated, it becomes more difficult for 
any institution but hospitals and major clinics to acquire the 
necessary diagnostic and therapeutic skills and machines. There 
is an increasing need to hospitalize patients for diagnosis and 
therapy. Failure of medical plans to include coverage for such 
needs as radiation, inhalation, physical therapy, and expensive 
diagnostic treatment in hospitals could cause great financial 
difficulty to an officer and his family. While the possibility 
that the officer or his family will need these services is sta
tistically very low, the odds are high that if the need occurs 
he will be unable to obtain them without insurance assistance. 

Dental care is the largest unmet health need among 
Americans and should be included in comprehensive programs. Most 
major insurance companies have dental plans associated with their 
medical service plans. Many companies offer major medical dental 
plans ,.,i th fairly large deductibles so that routine care remains 
the patient's worry, but major items of care are paid for. 

Vision care plans became an accepted part of health care 
coverage in 1965. Vision care is essential because imperfect 
eyesight is one of the most prevalent physical problems. 

Federal and State safety standards generally require that 
police officers who need eyeglasses wear specially treated eye
glasses that can withstand high impact and shock without breaking. 
Such requirements have increased the price of officers' eyeglasses 
and should be considered in an officer's insurance needs. 

Drugs are also an increasingly important and expensive 
factor in medical care. The Federal Government's Task Force 
on Prescription Drugs in 1968 called for medicare plan coverage 
of prescribed drugs. It has become generally recognized that 
any comprehensive health care should cover prescriptions. 

Disability insurance for police officers should be of
fered as part of the total insurance package. An injured or-
ill officer who is worried about his lack of income is hardly in 
the proper frame of mind for recuperation. In addition, he may 
return to work before full recovery, creating a safety hazard for 
himself, his fellow officers, and the public. 

Most health care programs stipulate that members of the 
program may continue coverage after retirement. This is ex
tremely important to-all career officers. At the age of retire
ment the officer is likely to need medical coverage more than 
at any other time during his career. The policy should stipulate 
that coverage--as well as the cost of the premium--can be trans
ferred from the group plan to a personal plan. 
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ILLINOIS RECOMMENDATION 14.8 

PROFESSIONAL CAREER OPPORTUNITIES 

There exists in the State of Illinois a labyrinth of 
traditions, statutes and ordinances which inhibit or block 
career opportunities for police personnel. 

It is recommended that the Illinois Association of 
Chiefs of Police serve as a catalyst to form a study group to 
assess the problems of lateral entry, residency requirements, 
pension rights and regulations, etc., and to recommend model 
policies and remedial legislation designed to enhance the op
portunities of police personnel to pursue professional career 
paths. 

The study group should be funded by the Illinois Law 
Enforcement Commission and should include police personnel, 
elected officials, legislators, representatives of Civil Ser
vice and Fire and Police Commissions, and representatives of 
police membership organizations in its membership. 

ILLINOIS COMMENTARY 

The police, as a pTofession, have made tremendous strides 
forward over the past generation. Advanced technology, more and 
better training, higher educational standards, improved opera
tional methods, and more diligent recordkeeping are all factors 
which have contributed to the growth of the profession. Today's 
police officer is better trained, better educated, and better 
equipped than ever before. Yet the rigid hierarchial practices 
of a generation ago coupled with restrictive legislation have 
seriously impeded professional maturity in the area of police 
career opportunities throughout the State of Illinois. 

Many Illinois police practitioners and their appointing 
authorities have tenaciously held on to the quasi-military 
structure that limits promotional opportunities to only those 
who have risen through the department's ranks. This closed 
circle system "insulates" those within it, discouraging change 
and innovation. It also creates a. predicament where employees 
become locked into the system through non-portability of pen
sions and restrictive legislation relating to benefits and rank. 

The capacity for professional career growth should not 
be inhibited by traditional or legislative constraints. How
ever, the Standards and Goals Committee recognized that change 
in this respect will be difficult to achieve due to the myriad 
of factors involved, including union agreements, differing 
pension systems, differing appoint.ing and administering author
ities, and varying geographical impact. Therefore, it is recom
mended that a study group be formed to assess the existing sit
uation and formulate realistic alternatives to enhance career 
paths for Illinois police personnel. Although the complexi
ties involved indicate that implementation of successful 
alternative!:'; must be viewed as a long-range objective, the 
issue must be confronted immediately both to bolster personnel 
potential and motivate future progress. 
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ILLINOIS STANDARD lS.l 

FOUNDATION OF INTERNAL DISCIPLTNE 

Every police agency immediately should formalize policies, 
procedures, and rules in written form for the administration of 
internal discipline. The internal discipline system, consist
ing of all factors of discipline not covered by other legal 
regulations or agencies, should be based on essential fairness, 
but not bound by formal procedures or proceedings such as are 
used in criminal trials. 

1. Every police agency immediately should establish 
and maintain on a current basis formal written procedures 
for the administration of internal discipline and an appro
priate summary of those procedures should be available to the 
public. 

2. The chief executive of every police agency should 
have the responsibility for the administration of internal 
discipline. 

3. Every employee at the time of employment should be 
given written rules for conduct and appearance. They should 
be stated in brief, understandable language. 

4. Employee opinion and ideas should be utilized in 
the formulation of internal discipline policies,procedures, 
rules and regulations. 

S. The policies, procedures, and rules governing 
employee conduct and the administration of discipline should 
be strengthened by incorporating them in training programs 
and the promotional process and by encouraging employee participa," 
tion in the disciplinary system. 

NAC COMMENTARY EXCERPTS 

The goal of internal discipline is internal order and 
individual employee accountability. As in law, the adminis
tration of internal discipline must be based o~ a solid, formal, 
written foundation. It must provide sanctions 'for proven mis
conduct and protection from false accusations. The discovery 
of truth is of paramount importance in these proceedings; 
the administration of internal discipline should instill con
fidence in all parties involved. 

Formal written policies, procedures, and rules in this 
area establish the standards. for police employee conduct and 
redress for the three involved parties: the public, the police 
agency, and the police employee", Each party must be familiar 
with and abide by these policie5~ procedures, and rules. They 
provide the foundation for responsive professional law enforce
ment. 
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The police chief executive is the~ultimate police super
visor; he should design and supervise the disciplinary machinery 
of his agency. Civil appeal of disciplinary actions serves as 
a check on the actions of the police chief executive. If he 
maintains a fair and effective system, his decisions will be up
held by reviewing authorities. 

Rules of conduct, like the law, are subject to change. 
Police agencies must constantly monitor their rules and make 
warranted changes. Changing hair styles are a current indi
cator of the need for flexibility. 

Rules of conduct are a~ increasingly frequent cause for 
litigation, often because they were drafted without legal as
sistance and an ignorance of administrative law. When Tules of 
conduct are upset in a civil action or arbitration, many police 
agencies fail to review or correct the sections involved. A 
police agency should maintain close liaison with its legal unit, 
legal advis er, or other Ie gal as s is tance. In addition, re cords 
must be kept to identify the background research and sources 
consulted in drafting policies, rules and procedures. These 
are useful for defense if the item is challenged, and in other 
instances may confirm that the need for the rule no longer exists. 

Employee participation in drafting or revising rules of 
conduct can be a key to acceptance and observance. This is being 
accomplished in several police agencies by using the employee 
association or a committee of employee representatives as one 
step in the internal development process. 

Rules of conduct must be presented to all police employees 
during the early phase of employment, and employees should famil
iarize themselves with them. Procedural orders should be in the 
form of an operational manual and the manual should be readily 
accessible if not distributed to employees. 

A brochure concerning the entire disciplinary process 
should be available to the public also. The public should have 
reasonable access to the rules of conduct and operational manual 
of their police agency. 

Lack of employee understanding and compliance with the 
rules of conduct may be caused either by poorly drafted and 
explained rules, or because there is not enough interest and 
effort by employees to learn them. A police agency can overcome 
these problems by establishing employee participation in the 
drafting process, by emphasizing the rules in training programs, 
and by including questions on administration of internal dis
cipline in promotional examinations. Even though ignorance of 
the rules generally has not been a successful defense for 
employees, police agencies should do everything possible to 
insure that there is no basis for this excuse. 

ILLINOIS COMMENTARY 

~~en referring to internal discipline it is important 
to understand that "internal" not only includes the police 
agency but, depending on the governmental structure of the 
community, may also involve, for example, the Fire and Police 
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Commission, Civil Service Board or the State Merit Board. 
Al though a mul tiplicl ty of agencies may be involved in the 
disci~linary process, th~ ultimate responsibility for internal 
discipline within the ~olice agency rests with the police chief 
executive. It is the police chief executive who must initiate 
disciplinary action and insure that it is carried out effectively. 

Whether the disciplinary function is handled directly by 
the police chief executive or is assigned by him to others, 
it is important that it be viewed as more than just giving a 
suspension to police personnel who break the rules. Care must 
be taken to create a system that will be accepted and enforced 
in a positive manner. As pOinted out by the NAG, one key to 
acceptance and observation of internal disciplinary procecilures 
is employee participation in drafting and revising departmental 
policies, procedures, and rules for employee conduct. 

Another key to departmental acceptance and observation 
is clarity. Rules of conduct must be specific if they are to 
be enforced uniformly and fairly. For this reason, the Standards 
and Goals Committee deleted that portion of the NAC standard 
referring to "conduct unbecoming to an officer." Not only did 
the Committee feel that it was inappropriate to single out one 
rule and take a position when the ultimate responsibility lies 
within the individual agency but, even more importantly, it 
felt that the vagueness of this classification would make its 
application inconsistent and unenforceable. Furthermore, the 
possibi Ii ty exis ts that it could be used as a poli ti cal "cia tch 
all" or "club". 

Charges of "conduct unbecoming an officer" have been the 
subject of· many controversial court cases. One East Moline 
police officer who was dismissed as a result of such a charge 
appealed his case to the Illinois Supreme Court where the de
cision was overturned on the grounds that the charge was too 
vague and unenforceable. The officer was reinstated and com
pensated for three years back pay. This and similar court cases 
reinforce the Standards and Goals Committee's position that the 
charge "conduct unbecoming an officer" standing alone gene1:ally 
is insufficient grounds for successful prosecution or discipline 
of an officer. Every effort must be made to define conduct in 
more specific terms and/or offenses, backed up with whatever 
materials are relevant to the specific conduct. 

One police chief executive noted that his department 
revised the wording of its rules of conduct to prohibit "conduct 
that discredits the department and tends to prevent the depart
ment from achieving its overall goals and objectives" rather 
than the more general "conduct unbecoming to an officer." ' He 
explained that because one departmental goal or objective is 
to gain the confidence of the public, if an officer does some
thing that undermines that confidence in the way he performs or 
fails to perform a function, he has violated a departmental rule 
and disciplinary action should be taken. 
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It is vitally important that there be an on-going review 
of rules and regulations to insure that the eiisting rules have 
not been invalidated by court cases or otherwise out~d.ated. Rules 
are the fOlmdation of any successful disciplinary program. When 
formalized and administered properly their b~nefits will be many. 
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ILLINOIS STANDARD 15.2 

COlvlPLAINT RECEPTION 'PROCEDURES 

Every police agency should maintain procedures to facili
tate the making of a complaint alleging employee misconduct, 
whether that complaint is initiated internally or externally. 

1. Every person making a complaint should receive ver
ification that his complaint is being processed by the police 
agency. This receipt should contain a general description of 
the investigative process and appeal provisions. 

2. Every police agency, on a continuing basis, should 
inform the public of its complaint reception and investigation 
procedures. 

3. All persons who file a complaint should be notified 
of its final disposition; personal discussion regarding this 
disposition should be encouraged. 

4. Every police agency should develop procedures that 
will insure that all complaints, whether from an external or 
internal source, are recorded. The procedure should insure 
that the agency1s chief executive or his assistant is made 
aware of every complaint without delay. 

5. Complete records of complaint reception, investiga
tion, and adjudication should be maintained. Statistical sum
maries based on these records should be published regularly for 
all police personnel and should be available to the public. 

6. Citizen complaints should be taken, when possible, by 
an on~duty supervisor and appropriate action on the complaint 
should be initiated promptly. A high priority should be placed 
upon advising the complainant of agency findings at the earliest 
opportunity. 

NAC CO~WENTARY EXCERPTS 

Procedures to insure reception of complaints from the 
public generate public cooperation. Adequate complaint recep
tion procedures also provide the police chief executive with a 
valuable tool for gauging employee performance quality and in 
measuring public-police rapport. It is also in ,the best in
terests of a police agency that all instances of' employee in
efficiency and misconduct be revealed. One method a pol1.ce 
agency can use to monitor police performance is the rr-ceipt and 
investigation of all complaints. 
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Public participation is essential if a responsible, ef-
fective internal discipline system is to be maintained. Com- ~ 
munity members often are the only witnesses able to prove or dis- ,., 
prove an alleged act of employee misconduct. Unless the public 
is convinced that an agency is truly receptive to complaints, it 
will not participate in the system. Police chief executives 
should monitor the procedures for receiving public complaints to 
insure that they are not being circumvented, willfully or acci-
dentally. 

Many barriers to citizen complaints continue to exist. 
Other national crime commissions have noted that many people fear 
filing a complaint alleging police misconduct. In many cities 
complainants are required to swear to the validity of their com
plaint; in others, complaint forms require the person to sign 
a statement warning of potential criminal action for filing a 
false report. Most police agencies require a person filing a 
complaint to do so only at the police facili ty and before a police 
official. These procedures are unnecessary, and may discourage 
the initiation of valid complaints. 

Following the initial receipt of a complaint, the police 
agency should conduct a personal interview. This interview 
provides the complainant with evidence of the police agency's 
response and gives the investigator an opportunity to obtain 
addi tiona! information and investigative aids such as photog.raphs, 
medical release statements, and personal observation. 

Anonymous complaints should not be dismissed automatically. 
A police agency should attempt to discover the identity of the 
person giving the information, but reason should govern the amount 
of time and manpower expended on such complaints. An anonymous 
complaint may be the only clue to the discovery of a dishonest 
police employee. The degree of investigative response to anony
mous complaints should be the responsibility of the person in 
charge of the investigation process. 

Police ~mployees must be protected from malicious and 
false complaints. If a police employee is falsely accused of 
misconduct in a concerted, malicious effort, the police agency's 
best defense is to disclose the investigative results publicly. 
The employee should be protected from future discredit based on 
these false accusations by not including these complaints of 
investigations in his personnel fol·der. 

All persons who file a complaint must receive information 
regarding results of the investigation. 

Police agencies that personally contact the complainants 
and discuss the investigation and adjudication have found that 
a better relationship and understanding are fostered. 

As a rule, complaints should be accepted when the incident 
alleged would constitute misconduct, if later proved true. There
fore, employees must be familiar with the rules defining miscon
duct. 

Some complaints do not come under this rule. Many are 
against the policy or practices of the police agency. Even 
though these complaints do not involve internal discipline, they 
must be answered by the poltce agency. 
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Police agencies should maintain the confidentiality of 
internal discipline investigations, although complete records 
of the investigation should be maintained. . 

Tne disclosure of internal discipline statistics does 
not violate the confidential nature of the process; such dis
closure is often valuable because it tends to dispel allegations 
of disciplinary secrecy voiced by some community elements. 

ILLINOIS COMMENTARY 

Public support is essential to any police agency's effec~ 
tiveness. This support is not automatic and in many instances 
difficult to obtain. The agency must prove to the public that 
it is worthy of their support. 

One method of gaining public support is to make certain 
that every citizen complaint is taken by an on-duty police 
supervisor and that appropriate action is taken promptly. Also, 
once the citizen complaint has been resolved police must make 
certain the complaining citizen is notified of the results. 

For the most part, public support does not depend on 
whether the results favored the citizen or the officer; but 
rather on whether the police department is receptive to citizen 
complaints and does not circumvent them. Upon seeing the police 
department react promptly and reasonably to their complaints, 
citizens generally tend to be supportive of the department. 

On the other hand, if the police department delays 
processing of citizen complaints or fails to notify the citizen 
of the results of his complaint, it will be assumed that no action 
was taken on the matter. This creates a negative impression not 
only of the police agency that neglected to respond promptly, 
but generally of the whole police profession. 
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ILLINOIS STANDARD 15.3 

COMPLAINT INVESTIGATIVE RESPONSIBILITY 

The chief executive of every police agency should insure 
that the investigation of all major complaints from the public, 
and all allegations of criminal conduct and serious internal 
misconduct, are conducted by a specialized individual or unit 
of the involved police agency. This person or unit should be 
responsible directly to the agency's chief executive or the 
assistant chief executive. Minor complaints may be investi~ 
gated by first line supervisors, and these investigations should 
be subject to internal review. 

1. The existence or size of this specialized unit should 
be consistent with the demands of the work load. 

2. Police agencies should obtain the assistance of pros
ecuting agencies during investigations of criminal allegations 
and other cases where the police chief executive concludes that 
the public interest would best be served by such participation. 

3. Every police agency should deploy its complaint inves
tigators during the hours consistent with complaint incidence, 
public convenience, and agency needs. 

NAC COMMENTARY EXCERPTS 

Public respect for a police agency hinges on its preser
vation of internal discipline. Because the police chief execu
tive is accountable for the conduct of all police agency employees, 
he should direct the administration of internal discipline per
sonally. For this reason, all but minor internal investigations 
of employee misconduct should be conducted by a person or unit 
directly responsible to the police chief executive or the 
assistant chief executive. 

The need for a specialized unit is most evident in larger 
police agencies. The public tends to believe--sometimes with 
justification--that the large police agency is remote and un
responsive to public complaints. In these larger agencies the 
task of administering internal discipline is greatest. Until 
recently the chief executives of these agencies have been able 
to maintain an internal discipline system free from internal and 
external hindrance or pressures for change. During the last 
few years, demands for change in the system have been heard 
from community elements and police employees. 

One advant~g2 of a specialized internal discipline in
vestigation unit is that investigators can devote all their 
time to the specific task without distraction from other duties. 
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In addition, investigators can be £elected individually~ 
trained expecially for this type of investigati.Qn~ and through 
concentrated experience can beomce expert in the requirements of 
this investigative speciality. Even though a strong fraternal 
bond usually exists between an investigator and an accused 
employee, greater objectivity is possible than if that investi
gator were a current coworker of the accused. 

The maj ori ty of public complaints against police officers 
fall into two categories: use of excessive force and conduct 
unbecoming an officer. These are serious allegations and of 
patent concern to the public. They should be investigated 
thoroughly and all evidence gathered that will contribute to 
proving or refuting the charge. A specialized investigating 
unit is more likely to have the time and expertise to achieve 
this objective. 

Many police administrators believe that investigation of 
employee misconduct complaints are the responsibility of the 
employee's line supervisor. They pOint out that because dis
cipline is a function and responsibility of command, investiga
tions should be conducted by the accused's immediate supervisor. 
This fundamentally sound principle does not require that the 
immediate supervisor actually investigate the incident, although 
he should take part in recommending adjudication on the results 
of the investigation. . 

Investigations of internal discipline complaints are 
time-con?umingj they take line supervisors from their primary 
function of providing direction and guidance. This absence 
of supervisory support can produce further inefficiency and mis
conduct and bring about additional complaints. Moreover, a 
supervisor may be reluctant to accept complaints if he knows 
he will be required to investigate them. 

Although specialized units relieve line supervisors of 
investigative responsibility, police agencies must insure that 
supervisors realize they still bear the responsibility for taking 
corrective action when employee misconduct is reported. This 
may require immediate action, as in the case of an intoxicated 
employee, or may necessitate gathering initial information for 
forwarding to the specialized unit. Minor acts of misconduct 
such as tardiness, uniform defectiveness, and deviation from 
operating procedures, should be dealt with by the immediate line 
supervisor. 

Specialized internal discipline investigation units should 
investigate all complaints received from the public and all 
allegations of criminal conduct and serious internal misconduct. 
Among examples of criminal conduct and serious internal miscon
duct are the improper use of a weapon or vehicle, unnecessary 
force, falsification of official reports, perjury, acceptance of 
gratutities, and participation in any crime. 

Sworn employees should be assigned to these un.its, but 
other qualified persons must not be excluded if exceptional 
conditions warrant their use. Such situations might include 
investiga~ions of mass misconduct by officers, or investigations 
under a new police chief executive who is unsure of his employees. 
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Police agencies may feel that expert assistance is 
neFessary to insure preservation of evidence and successful 
preparation of an administrative or criminal case. This is 
particularly true when the complaint of employee misconduct 
alleges a criminal violation or could result, if proven, in the 
employee's removal. This assistance should be sought from the 
local prosecuting agency. The expert's presence throughout the 
investigation may be warranted. 

The police chief executive should use this expertise in 
other cases when he feels the public, the agency, or the em
ployees' interest would best be served by this assistance. Ml 
internal investigation creating public tension and interest 
would be an example. Another would be the investigation of~an 
employee who holds a high position in the a.gency. 

Many police chief executives have found that employee 
participation fosters acceptance and respect for the internal 
discipline ~ .. ystem. This participation is often d.ccomplished 
by rotating employees through tours of Quty in the specialized 
internal discipline investigation unit. This also develops a 
cadre of investigatol's who can be used in the future or when 
additional manpower is necessary. There should be a maximum 
length of time, however, for such a tour of duty. Prolonged 
assignment to this task can impose emotional hardships upon 
employees and alienate them from thei r cm'l'orkers> even thei r 
superiors. An IS-month tour of duty is considered ideal by 
numerous specialized internal discipline investigators. 

Not all members of specialized internal discipline in
vestigation units should be ass igned to th.e customary daytime 
hours worked by most staff officers. 

In the first place, most incidents leading to complaints 
of police misconduct do not occur during normal wot-king h.ours. 
L~. addition, some persons who have filed complaints considet 
investigators' visits or phone calls at their place of business 
during working hours to be a form of harrassment. They especially 
resent being asked to leave their job to appear at police facil
ities. 

Many line police officers who may be invo1 v,id in com
plaints--either accused or as witnesses--normally are deployed 
in other than daytime hours and can be more conveniently con
tacted while they are on duty. 

If the majority of internal diSCipline investigators are 
deployed in other than daytime hours, the unit will have greater 
flexibility and 'can provide a positive response to external 
and internal complaints. 
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ILLINOIS STANDARD 15.4 

CITIZEN 'COMPLAINT AND INTERNAL DISCIPLINE INVESTIGATION 
PRQ(;EDURES 

Every police agency should insure that internal discipline 
complaint investigations are performed with the greatest pos
sible skill. 

1. All personnel assigned to investigate internal dis
cipline complaints should be given specific training in this 
task. 

2. Every police agency should establish formal procedures 
for investigating minor internal misconduct allegations. These 
procedures shoUld be designed to insure swift, fair, and effi
cient ,correction of minor disciplinary problems or prompt exon
eration of the accused. 

3. Every investigator of internal discipl~ne complaints 
should conduct investigations in a manner that best reveals 
the facts while preserving the dignity of all persons and 
maintaining the confidential nature of t~e investigation. 

4. Every police agency should provide all of its em
ployees with a written statement of their duties and rights at 
the time of employment and again when they become the subject 
of an internal discipline investigation for alleged major mis
conduct or criminal acts. 

5. Every police chief executive shoUld have legal author
ity during an internal discipline investigation to relieve 
police employees from their duties when the proof is evident and 
the presumption of guilt is great. 

6. Investigators should use all available investigative 
tools that can reasonably be used to determine the facts and 
secure necessary evidence during an internal discipline in~ 
vestigation. No polygraph examination should be administered to 
employees without the express approval of the police chief ex
ecutiv~. Police chief executives should require complainants 
to pass a polygraph examination prior to requiring examination 
of agency personnel. 

7. All overt internal disCipline investigations should 
be concluded no more than 30 days from the date the complaint 
is made unless an extension is granted by the chief executive 
of the agency. The complainant and the accused employee should 
be notified of any delay. 

8. Police chief executives should consider requesting 
assistance from another police agency to conduct particularly 
sensitive or complex Jnternal investigations. 
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NAC COMMENTARY EXCERPTS 

Investigating alleged employee misconduct requires the 
same skills as criminal investigations, in addition to other more 
complex skills. Effective internal discipline investigators must 
be trained for the task and given constant guidance and support. 
The investigative procedures used, coupled with the subsequent 
adjudication process, are the most important elements in main
taining the confidence of the public. 

are: 
The reasons for investigating complaints of misconduct 

a. to maintain police agency integrity; 
b. to protect the public from police misconduct; 
c. to retain and correct employees guilty of mis

conduct, and remove those whose transgressions 
make them unacceptable for further police 
service; and 

d. to protect innocent police employees. 

The investigation and adjudication process should be 
swift, certain, and fair. This demands that only the most com
petent employaes be selected and developed to conduct internal 
discipline investigations. The efforts expended in these inves
tigations at least must be equal to the efforts expended in the 
investigation of serious crimes. Because of the reduced case
load and greater freedom in the use of investigative techniques, 
the potential for learning the true facts in internal discipline 
investigations is much greater than in most criminal matters. 

It is essential that the police agency closely monitor 
the investigative process and provide continuous guidance for 
inVestigators. The benefits of an investigation can be lost 
thrdugh improper use and subsequent court appeal. 

For years most police agencies conducted internal dis
cipline investigations and maintained internal order without 
being questioned by police employees. Most employees who have 
been the subject of an investigation have remained with the 
agency following the investigation. Their personal involvement 
in the process has had a direct effect on their attitudes toward 
the administration of internal discipline and the agency. 

Recently, police employee associations have questioned 
certain internal discipline procedures~ including the duties 
and rights of employees who are subjects of internal discipline 
investigations. It is believed, however, that police employees 
simply want to know what will be expected of them in this process. 

Most of these duties and rights are recognized by police 
agencies but they have seldom been put into writing. Police 
chief executives should establish employee duties and rights, 
then publish and circulate them to all employees. 
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!he police employee who is under investigation for 
corruptlon or another major crime or serious misconduct poses 
a problem for the police chief executive. The chief executive 
is aware that the police agency and the public should be pro
tected from further misconduct or embarrassment by the offi
cial conduct of the accused employee. The chief executive also 
is aware that, when an employee is accused of such misconduct, 
mandatory suspension without pay could hamper the investigation 
of the complaint and probably would be looked upon unfavorably 
by the courts because the employee is seldom afforded a hearing 
prior to his suspension. The chief executive also must consider 
that criminal elements might deter apprehension by falsely 
accusing a police investigator of corruption. 

Most police agencies have the authority to suspend or 
relieve from duty an employee who is being investigated for 
alleged misconduct. There are notable exceptions to thiS, how~ 
ever, in some of the Nation's largest cities. A police chief 
executive is severly hindered in his ability to maintain control 
of his organization without this authority. He should have 
the power to remove an employee from his official duties when 
the employee is participating in corruption, involv:ed in a 
questionable shooting, suffering from mental illness, intox
icated on duty, or indicted or arrested on criminal charges. 

If the chief executive finds that suspensions and in~ 
cident reports protect the agency and public, or assist the 
investigation, then they are warranted. 

The police chief executive should be aware, however, 
that currently only 20 percent of internal discipline investi
gations result in the complaint being sustained. This result 
may lead an employee to believe he was prejudged and weaken his 
faith in the ag~ncy's internal discipline system 

A maximum investigative time limit fOT adjudication of 
complaints should be established and strictly enforced. Ex
tensions should be granted only by the police chief executive 
and should be based on a written justification supporting the 
need for the extension and the reason for not meeting the 
deadline. Most agencies that have established limits have set 
them at 30 days. If an extension is granted, the complainant 
and the accused employee should be notified of the delay. 

ILLINOIS COMMENTARY 

As stated by the National Advisory Commission and 
supported by the Operations Sub-Committee and Standards and 
Goals Committee, the internal discipline investigator is 
responsible for discovering sufficient information to prove or 
disprove allegations of police misconduct. To accomplish this, 
the investigator must employ all reasonable investigative tools 
and techniques. 

The polygraph is one of many tools that may be utilized 
in the internal investigative process. Generally, its use 
should be limited to the internal investigation of major charges 
at the discretion of the police chief executive. However, 
because there are exceptions to every rule, there should be no 
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mandatory rules as to wha.t constitutes the appropriate circum
stances. Instead, the police chief executive should decide when 
and to whom a polygraph eiamination should be administered, based 
on the need to determine facts and/or secure evidence essen-
tial to a fair and expedient disposi tion of the complaint. In 
this regard, it was the feeling of the Illinois police chief 
executives discussing this standard that the individual(s) accus
ing police officers of wrongdoing also should be requiTed to take 
a polygraph examination at departmental expense, if the police 
officer(s) involved is required to do so. 

As. noted by the NAC, the subject of an internal discipline 
investigation can be an extremely disturbing experience: 

In nearly all States the employee has no legal right 
to counsel during the investigative phase of an ad
ministrative matter. Police agencies should allow the 
employee a reasonable opportunity to secure advice con
cerning the investigation from someone he respects and 
in whom he has confidence. A police agency should en
courage the employee to seek this assistance from another 
member of the agency. What the employee wants to know is 
what he might expect to happen to him. A police agency 
should not allow this to impede the progress of the in-' 
vestigation unnecessarily. 

The internal discipline investigative process is a sen
sitive process and smaller agencies may not have resources 
available to administer the process adequately under all cir
cumstances. Consequently, the assistance of impartial investi
gators from other police agencies may be valuable to a police 
chief executive in conducting particularly sensitive or complex 
internal investigations. One Committee member noted, for 
example, that his agency regularly shares multijurisdictional 
detectives with two other police agencies. When one department 
receives citizen complaints, the investigative process is handled 
routinely by the other two departments' personnel. This process 
has p~oven to be fair for both the police agencies and citizens 
involved. Fairness is the essential key to an effective police 
administrative discipline system and should be considered as 
such by the police chief executives of all Illinois police 
agencies. 
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ILLINOIS STANDARD 15.5 

ADJUDICATION OF COMPLAINTS 

Every police agency immediately should insure that 
provisions are established to allow the police chief executive 
ultimate authority in the adjudication of internal discipline 
complaints, subject only to appeal through the courts or 
estab lished civil service bodies, and review by responsible 
legal and governmental entitites. 

1. A complaint dispostion should be classified as sus
tained, not sustained, exonerated, unfounded, or misconduct· 
not based on the original complaint. 

2. Adjudication and--if warranted--disciplinary action 
should be based partially on recommendations of the involved 
employee's immediate supervisor. 

3. An administrative fact finding trial board should be 
available to all police agencies to assist in the 'adjudication 
phase. It should be activated when necessary in the interests 
of the police agency, the public, or the accused employee, and 
should be available at the direction of the chief executive or 
upon the request of any employee who is to be penalized in any 
manner that exceeds verbal or written reprimand. The chief 
executi ve of the' agency should review the recommendations of 
the trial board and decide on the penalty. 

4. The accused employee should be entitled to represen
tation and logistical support equal to that afforded the person 
representing the agency in a trial 'board proceeding. 

S. Police employees should be allowed to appeal a chief 
executive's decision. The police agency should not provide 
the resources or funds for appeal. 

6. The chief executive of every police agency should 
establish written policies on the retention of internal dis
cipline complaint investigation reports. 

7. Administrative adjudica~ion of internal discipline 
complaints involving a violation of law should neither depend 
on nor curtail criminal prosecution. Regardless of the ad
ministrative adjudication, every police agency should refer 
all complaints that involve violations of law to the prosecu
ting agency for the decision to prosecute criminally. Police 
employees should not be treated. differently from other mem
bers of the community in cases involving violations of law. 
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NAC COMMENTARY EXCERPTS 
( 

The adjudication or final disposition of complaints gives 
the police chief executive the opportunity to make plain, through 
sanctions, that he will not tolerate employee misconduct. Equally 
important, in cases where complaints are not sustained, the adju
dication allows the police agency to defend the conduct of its 
emp loyee s . 

The adjudication of each complaint will have an effect 
on subsequent internal discipline investigations and on the 
agency's entire system. It is essential that all parties involved 
in the incident feel they have had an opportunity to be heard, 
and that the adjudication process weighs all available data. The 
complainant, the witnesses, and the accused employee should be 
encouraged to participate in the process that leads to a final 
decision, even though that decision is the responsibility of 
the police chief executive. 

The options a police chief executive has in adjudicating 
complaints may make the difference between a system that works 
and one that 40es not. If the chief executive has options he can 
exercise in reaching his final decision, a flexibility and pre
cision in disposing of charges will result. This latitude allows 
for a fairer disposition of the complaint. 

During the adjudication phase of internal discipline 
proceedings, a police agency must insure that the accused employee's 
immediate supervisor is consulted in developing the recommendation 
for the complaint's adj udication. More than anyone else, the 
immediate supervisor should be able to evaluate the overall con
duct and performance level of his subordinate and, if a penalty 
is indicated, to determine how severe it should be. 

The supervisor's recommendation must be subject to ad
ministrative review for objectivity and consistency. The police 
chief executive can use this recommendation as one factor in 
determining his final decision on the complaint's adjudication 
and penalty. Consistency is needed to insure, among other things, 
that patrol officers are not disciplined more harshly than detec
tives who commit similar acts of misconduct. 

Civil service regulations, or others that limit penalty 
determination, may hamper the entire process. A choice between 
a 30-day suspension or termination does not provide enough flex
ibili ty' for penalizing an employee l,vho is guilty of serious mis
conduct but who nevertheless can become a valuable member of the 
agency. 

When an internal discipline complaint is sustained, a 
determination must be made as to the course of corrective action. 
In a few cases, the misconduct can be attributed to the police 
agency's failure to provide the employee with adequate equipment 
or training. In some cases it may be a result of a faulty 
procedure or policy. Such findings may provide a basis for the 
police chief executive to effect changes in procedures. Inci
dents such as these may not require any action against the em
ployee. 
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Usually, however, it is the employee's behavior that 
must be changed. Corrective measures include retraining, 
psychological assistance, or reassignment from a particular 
job classification. Most frequently, disciplinary actions are 
called for, such as reprimand, relinquishment of time, suspension 
without pay, or, as a last resort, removal. The first question 
to ask in determining a penalty should be: what will make the 
employee reliable and productive in the future? Of equal im
portance is: what effect will this determination have on other 
employees and on the public? Police chief executives also 
should consider the effect the penalty will have on the em
ployee's family, a factor that can seriously affect his future 
performance. 

Some police agencies publish an internal statistical' 
report of complaint disposition and a brief des crip·tion of su:;
tained investigations. Such reports provide a vehiclif by which 
the police chief executive can communicate the philosophy and 
policies of the administration of internal discipline to the 
police employees. If the administration of internal discipline 
remains confidential, even internally, it can create rumors. 

A statistical report, however, should not name the in
volved. employees. Some persons feel that because a disciplinary 
penalty is so personal, individuals' names should not be reported 
to the entire police agency. Knowledge of the penalty could 
linger in the minds of other employees and cause the sanctioned 
employee unnecessary work problems such as continued alienation, 
job discrimination, and limited personal advancement. Employees 
claim that such a document cannot convey the facts of the in
cident accurately or completely, and thus creates rumors and 
misimpressions. 

Police agencies should maintain internal review pro
visions in the form of administrative trial boards that are 
accessible, objective, and representative. Most agencies with 
over ISO employees currently use some form of trial board or 
administrative hearing. Boards used by smaller agencies gen
erally include persons from other sectors of local government 
in addition to police employees. Although such boards are 
time consuming, most police authorities and agencies feel they 
are an integral and ~eneficial element of administering internal 
discipline. 

Police chief executives have found that trial boards 
l:ielp them arrive at sound decisions in internal discipline 
cases. The boards provide a diversity of opinion for the 
final adjudication, and allow for greater participation in the 
process by persons involved in the complaint investigation. 

The trial board is also useful as a forum for discussion 
of those cases which receive a large amount of public attention 
and which, if adjudicated without a trial board, could cause 
public distrust. 
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Trial board procedures allow an accused employee to request 
a review of the investigation if he feels his position was not 
represented accurately. This method keeps any ini~ial disagree
ment with:t.n the agency rather than being aired in public. Police 
agencies have found that most differencos in opinion are rysolved 
satisfactorily in a trial board hearing. 

Most authori tati ve sources and police agencies agree that 
the board should consist of from three to. five persons, prefer
ably police employees from the agency involved. 

Several police agencies insure that peers of the accused 
employee will be represented on the trial board. The percentage 
of representation varies, but seldom exceeds one-third. This 
peer representation provides for participation by all levels of 
employees and, can strengthen their confidence in the overall 
administration of internal discipline. 

The board hearing should be open to interested persons, 
although a police agency need not announce the meeting of each 
trial board publicly. Secret hearings destroy confidence in the 
system among employees as well as the public. It is important, 
however, that records of the hearing be kept to provide the 
police chief executive with documentatiDn in case of challenge 
or subsequent civil litigation. 

The board is responsible for determing facts and advising 
the police chief executive on an adjudication. The conduct of 
the proceeding should be governed by the principle of essential 
fairness. It must not be encumbered by overly formal procedures. 
Neither the foundations for maintaining administrative hearings 
nor current case law require including formal procedures in 
administrative hearings. 

The hearing should provide an opportunity for cross-ex
amination, discovery of investigative results, subpoena power, 
transcripts of the proceedings, and an explanation of the board's 
recommendation. Members of the board should be supplied with 
a written guide of recommended procedures. 

The recommendation of the trial board is only advisory, 
but if the police chief executive habitually ignores its recom
mendations the concept obviously will not work. 

No employee should be forced to secure legal assistance; 
if he feels representation is necessary, the police agency should 
provide representation and logistical support equal to that 
afforded the person presenting the agency's case. Although this 
is not currently required by law, it can affect the integrity of 
the process. 

Appeal procedures beyond the police chief executive's 
decision should be available to all parties. The complainant 
can appeal to the courts. Unfortunately, the other avenues of 
appeal available to complainants are not functioning as intended. 
Many governmental entities are legally empowered to review the 
practices of the police agency, including its administration of 
internal discipline. Among these are the civilian police com
mission, civil service boards, city administrators, city legis
lative bodies, prosecuting attorneys, State a.gencies, and units 
of the United States Department of Justice. Accused employees 
~an appeal to these bodies; the agency, however, need not supply 
the resources. 

- 482 -



Most police agencies only file the internal discipline 
investigations that are sustained in the accused employee's 
personal folder. Some agencies remove the investigations after 
2 or 5 years if no subsequent complaints are sustained. Re
tention of investigations not classified as sustained can be 
useful in identifying an employee's pattern of conduct. 

If results of these investigations aTe retained, however, 
they might be subject to discovery or subpoena in a civil case. 
Since their introduction into evidence might tend to prejudice 
a jury, the benefits of their retention should be weighed 
against the possibility of greater liability. If a police ad
ministrator decides to retain these records, he should insure 
that they are used only for future disciplinary matters, rather 
than personnel evaluation or promotion. They also are likely 
to prejudice internal review authorities. 

Administrative discipline should be neither a barrier 
to nor impeded by potential criminal prosecution. Police 
agenci~s must request the assistance of prosecuting agencies 
in cases involving violations of the law. Often justice will 
be served through the administration of internal discipline; 
the police agency, however, must not be a party to the cur
tailment of any criminal prosecution. The police service is 
nearing a state of high professionalism, and it cannot con
done treating police employees who violate the law differently 
from other members of the community. 

ILLINOIS COMMENTARY 

Every ci tizen complaint must '"e thoroughly examined and 
resolved on its merits. For many police departments this is a 
painful process but one which is usually handled with profession
alism, especially given the statutory framework to which the 
police chief executive must confine himself. Police agencies 
and the various boards involved with internal discipline should 
accept the philosophy that disciplinary action is not entirely 
administered to punish a wrongdoer. An additional goal should 
be that of returning the officer to useful service. Because 
,1:he Committee felt this goal would be unnessarily hampered by 
the NAC standard statement prescribing that the "penalty for 
a guilty officer shOUld be at least a suspension up to 6 months 
or in severe cases, removal from duty", this section of the NAC 
standard was deleted. Not only is this section in direct con
flict with the Committee's attitude but also in conflict with 
earlier cited statutes. 

The Standards and Goals Committee expressed deep concern 
for the problems existing in today's adjudication process. The 
primary concern was the limited variation of disciplinary alter
natives available to a police agency once an officer is found 
guilty of misconduct. 

Presently the police in Illinois ope7cate under at least 
four different systems creating boards that administer discipline. 
These are the Civil Service Commission, Fire and Police Commission, 
Merit Board, and Cities and Villages under home rule. 

- 483 -



In order for adjudication to be administered fairly, the 
disciplinary decision must be made on an individual case-by-case 
basis and a liberal number of alternatives should be available. 
In these ways the discipline taken can more adequately fit the 
nature of the violation. Possible alternatives should include 
such actions as reduction in salary, forfeiture of vacation time, 
or demotion in rank. 

Illinois police chief executives are keenly aware of the 
multiplicity of disciplinary systems and the discrepancies that 
exist between them and are deeply concerned about the restrictions 
placed upon their managerial and administrative scope in dealing 
with employees who have been found guilty of disobeying agency 
directives or policies. As a result of this awareness and concern 
the Standards and Goals Committee formulated Illinois Recommenda
tion 15.7 Unifarm Code of Discipline. This Recommendation en
courages a body of police practitioners to formulate a uniform 
code of discipline. Such a system could be more fairly adminis
tered, resulting in higher morale among personnel and fewer 
cases involving actions taken against an officer being appealed 
in the court system. Improved performance and increased public 
support undoubtedly will follow. 

REFERENCES 

1. Administration Sub-Committee Meeting, March 11, 1977, 
Winnetka, Illinois. 

2. Standards and Goals Committee Meeting, April 15, 1977, 
Galesburg, Illinois. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of Doc
uments, U. S. Government Printing Office, Washington, 
D. C., 1973, (Standard 19.5). 

- 484 -



ILLINOIS STANDARD 15.6 

POSITIVE PREVENTION OF POLICE MISCONDUCT 

Every police chief executive immdediately should seek 
and develop programs and techniques that will minimize the po
tential for employee misconduct. The chief executive should 
insure that there is a general atmosphere that rewards self
discipline within the police agency. 

1. Every police chief executive should implement pos
itive programs and techniques to prevent employee misconduct 
and encourage self-discipline. These may include: 

a. Analysis of the causes of employee misconduct 
through special interviews with employees involved in 
misconduct incidents and study of the performance 
records of selected employees; 

b. Training in the avoidance of misconduct incidents 
for all employees and special training for employees 
experiencing special problems; 

c. Referral of employees to psychologists, psychia
trists, clergy, and other professionals whose expertise 
may be valuable; and 

d. Application of peer group influence. 

2. Every police chief executive should avail himself of 
the advice and counsel of clergy, psychologists, psychiatrists, 
and other professionals whose expertise may be valuable in the 
establishment of a program of positive prevention of police 
misconduct. 

3. Every police chief executive should, by written 
policy and personal example, emphasize the critical role and 
responsibility of all supervisory personnel for the suppression 
of police misconduct and the implementation of his positive 
prevention program. 

NAC CO~~ENTARY EXCERPTS 

The admin.istration of internal discipline is expensive 
for the police agency in terms of time, mahpower, and emotional 
stress. Obviously, the public, the police agency, and po'lice 
employees all benefit if there is no employee misconduc.t. Police 
agencies, therefore, must develop measures that will prevent 
or minimize it. 

Internal discipline in police agencies often is crisis
oriented. Most agencies simply react to employee misco,l).duct. 
They do a good job of investigating after incidents havJ oc
curred, but they do little to prevent them. 
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The key question police chief e'Xecutives should attempt 
to answer concerning employee misconduct is "why?" Police 
supervisors must ask themselves, "What could have prevented the 
employee from engaging in this particular act of misconduct?" 
The answer should be made an integral part of the written recom
mendation for each complaint adjudication. The police chief 
executive, even though he is ultimately responsible for 
internal discipline, should not bear this diagnostic responsi
bility alone. It is the responsibility of all employees to 
seek ways to maintain a disciplined police agency. 

Although preventive measures may not automatically pro
duce disciplined performance, they may provide the impetus for 
the development of self-discipline. A self-disciplined employee 
will save a police agency time and money by negating the neces
sity for much of the administration of internal discipline. 

Preventive programs differ as much as the police agencies 
that run them; therefore, each agency must analyze its particu
lar problem and innovate. 

Most of the preventive programs used by the few police 
agencies active in this field are controversial. The utiliza-
tion of these programs is not a panacea for police agency employee 
misconduct. Neither are they a blueprint for a successful program. 

Police misconduct is the result of many factors, and cannot 
always be foreseen, discouraged, or circumvented. But a great 
deal of misconduct can be prevented by police agency programs 
and policies. 

Some agencies have found that internal discipline com
plaints result from many things: unnecessary field procedures; 
an environmental condition, such as public encouragement or 
acceptance of police corruption; personal traits, including 
language accents and inadequate language skills; or ineffective 
training. Once reasons have been discovered, police agencies 
must respond by making necessary adjustments. 

Police agencies that provide employee training normally 
incorporate a discussion of the police Code of Ethics, .specific 
agency rules and regulations concerning police conduct, and the 
process of the administration of internal discipline. Usually 
a lecture is given by an employee superior in rank to the train-
ing group and the communication is unilateral. . 

A better training method uses actual cases of employee 
misconduct ~o spark student attention. This trainee interest 
can be channeled into constructive learning by using an instruc
tor at the same job level as the training group and encouraging 
group discussion rather than lectures. Videutaped reenactments 
and recorded telephone conversations where police responded un
acceptably make outstanding presentation aids. These methods 
present problems in realistic terms rather than in a philosoph
ical and procedural manner. 

The Bakersfield, Calif., Police Department instituted an 
unusual preventative program 5 years ago. To defend employees 
against the one-to-one verbal complaints so frequent in traffic 
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enforcement contacts, this agency supplied traffic employees 
with cassette tape recorders for their equipment belt. Approx
imately 1 year later similar equipment was issued to all uni
formed field 'personnel. The necessity for complaint investi
gation has been nearly eliminated. Persons still initiate 
verbal complaints either in person or by telephone; however, 
they often drop the complaint after listening to the taped 
recording of the incident. 

The. agency requires officers to use the recorder in 
all official contacts and disciplines those who do not. The 
knowledge that incidents are being recorded serves as a deter
rent to misconduct. Although there was some initial resistance 
to the program, employees have become convinced of its benefits. 
Tape recorders have also proved. u5eful in the areas of training, 
investigation, and court presentation. 

ILLINOIS COMMENTARY 

The preventive concepts incorporated into this standard 
are designed to break the tradition of dealing with employee 
misconduct after the fact. Positive programs that minimize the 
potential for employee misconduct should be developed and im
plemented as soon as possible by every Illinois police agency. 

Too often when a misconduct incident occurs it is dealt 
with but no constructive changes are made. The officer guilty 
of misconduct is punished and ~ record of the proceedings is 
filed away. Little, if any, study and planning are done to 
determine why the misconduct occurred or what patte'rns of be" 
havior reoccur. 

Various methods are available to the police chief exe
cutive to increase his department's effectiveness in minimizing 
the potential for employee misconduct. Programs and. techniques 
that have proven by test to be valuable in this res~ect inClude 
programs which identify and attack the cause of problem behavior, 
employee training in self-discipline, professional assistance 
for officers experiencing special problems, and peer group 
counseling. 

It was pointed out by one Standards and Goals Committee 
member that the peer group counseling technique currently is 
being used by several Illinois police agencies. Similar in ' 
theory to Alcoholics Anonymous, this technique has been found to 
be exceptionally effective in controLling individual problems 
involving the use of excessive police force/,pr violence. 

Police chief executives are enccurag'eo. to avail them
selves of outside professional assistance in formulating work~ 
able program.s to prevent employee error. Behavioral specialists, 
for example, can provide valuable assistance in detectingsitua
tions that may lead to employee misconduct. Their assistance 
can also be used to devleop programs that foster an atmosphere 
of employee self··discipline within an agency. 

,fl, , I 
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Regardless of the preventive program ptilized by a police 
agency, every police chief executive should be means of written 
policy and personal example €'mphasize the role and responsibility 
of all supervisors in the suppression of police misconduct and 
the implementation of a positive prevention program. The super
visor is responsible for no~ing what is going on in the field 
and how personnel are behaving. An active, observant, and ag
gressive field supervisor should be able to detect tendencies 
toward misconduct and take positive prevention measures. 

There will always be complaints lodged against police 
officers by those who feel they were treated unfairly. Most 
of these complaints will be unfounded in fact or law. , However, 
those cases of misconduct that do occur may well be preventable. 
Every police agency has a responsibility to itself and the 
public it serves to take positive steps to reduce the likeli
hood of employee misconduct. 
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ILLINOIS RECOMMENDATION 15.7 

UNIFORM CODE OF DISCIPLINE 

Police chief executives should work in concert with all 
appropriate legislative authorities to seek legislation which 
would establish a Uniform Code of Discipline for law enforce
ment officers in the State of Illinois. Such legislation should 
include at least: 

1. A section which establishes uniform limits of 
authority for police chief executives; 

2. A Section which 'establishes uniform limits of author
ity applicable to all agencies having disciplinary authority 
over law enforcement officers; and 

3. A section which provides intermediate alternatives of 
disciplinary action between suspension and discharge of law 
enforcement officers. Some alternatives which should be 
considered are: 

a. Reduction of salary; 
b. Reduction in rank; 
c. Voluntary forfeiture of time off benefits in 

lieu of salary forfeiture upon approval of the police 
cIlie f executive. 

4. A section which provides that all disciplinary actions 
authorized by a uniform code of discipline--except non-probation
ary dismissals--be administered by the police chief executive 
with a Police Board retaining the right of review and serving 
as a Board of Appeals. Non-probationary dismissals should 
remain the responsibility of the Police Board. 

ILLINOIS COMMENTARY 

As discussed in Standard 15.5, when police discipline 
is warranted it must be administered promptly, positively, and 
fairly. Illinois pDlice chief executives are impeded in this 
r'egard due to the wide variance in statutory provisions fo'r 
disciplin.a.ry review and action and the lack of, adequate dis-
ciplinary alternatives. . 

At least four different Illinois statutes create dis~ 
ciplinary boards with little or no uniformity. The existing 
boards are the Fire and Police Commission, Civil Service Com~ 
mission, State Police Merit Board, and cities and villages 
with individual home rule. Their individual authority and 
requirements differ significantly. 
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The 1975 Illinois Revised Statutes, Chapter 24 § 10-2.1-17 
establishes a Board of Fire and Police Commissioners. This section 
of the Statutes states that an officer or member of the fire or 
police department of any municipality, upon being found guilty 
of misconduct, may be discharged or suspended by the Board with
out pay for a period not exceeding 30 days. However, it is 
further stated that the officer or member, pending a hearing, 
may be suspended with or without pay for a like period. 

The statute on Civil Service Commissioner's authority, 
Chapter 24 § 10-1-18, states that no classified Civil Service 
officer or employee of any municipality who i.s appointed under 
the rules and after examination may be removed, discharged, or 
suspended for a period of more than 30 days, except for cause 
upon written charges and after an opportunity to be heard in 
his own defense. This statute does not limit the power of any 
officer to suspend a subordinate for a reasonable period, not 
exceeding 30 days, except that any employee or officer sus
pended for more than 5 days or suspended wi thin 6 months after 
a previous suspension shall be entitled, upon request, to a 
hearing before the Civil Service Commission concerning the pro
priety of such suspension. 

Still another Illinois Statute, Chapter 121 § 307.13, 
establishing a State Police Merit Board, states that disciplin
ary measures prescribed by the Merit Board may be taken by the 
superintendent for the punishment of infractions of the rules 
and regulations of the division as promulgated by. the depart
ment. Such disciplinary measures may include suspension of any 
State policeman for a reasonable period, not exceeding 30 days. 
However, the Board may sustain the superintendent's action, may 
reverse it with instructions that the State policeman receive 
his pay for the period involved, or may suspend the officer for 
an additional period not exceeding a total suspension of 180 
days or discharge him. 

In addition, in Illinois municipalities of under 5,000 
population police officers are appointed by an elected munici
pal official and serve as a subordinate to this official with 
no guidelines for suspension, demotion. 0r removal. 

The various Illinois S,·:.'~:.:es have limited any disciplin
ary action taken to removal, d. vharge, and suspension, or, in 
the case of the Merit Board, demotion. A broader range of dis
ciplinary alternatives are needed to develop predictable uni
formity, in fairne~s to both department personnel and the public. 
With few options available the process of disciplining an 
officer becomes a matter of chosing a lesser evil rather than 
one of equitable punishment. If thE; prestige of the depart
ment is to be m~intained, both internally and in the eyes of 
the public, more realistic disciplinary alternatives need to 
be open to the police administrators. 

Many police departments in other states forfeit officer 
time-off benefits as a disciplinary measure. Others utilize 
extra duty assignments or reduction of salary. A variety of 
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othpr forms of discipline can be invoked depending upon the 
palticular infraction. In dealing with minor breachs of 
discipline, a strong oral reprimand along with a supervised 
probationary period may prove most effective. 

Although the Standards and Goals Committee felt that 
demotion, an alternative presently non-existent in all systems 
except the Merit Board and some home rule communities,should 
be considered for disciplinary purposes, it was pointed out 
that such demotion should not automatically bar the officer 
from participating in future promotional eiamination procedures. 

Discipline in the police profession carries an added 
importance because of the high degree of responsibility to the 
public placed upon those who enforce the law. To facilitate 
the disciplinary process and increase its effectiveness, the 
Standards and Goals Committee recognized the need for changes 
in the curren~ legislation that regulates the police disciplin
ary sy~tem in Illinois. It was felt that the establishment 
of a Unifol'm Code of Discipline will enhance the role of the 
police chief executive and all other agencies having authority 
over law enforcement officers, engender greater cooperation 
and support within the agency and from the public, and reduce 
the number of disciplinary actions being appealed in th(~ 
courts. 
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ILLINOIS RECOMMENDATION 15.8 

STUDIES OF POLICE CORRUPTION 

It is recommended that police chief executives in the 
State of Illinois initiate and support responsible studies 
and programs designed to identify and eliminate corruptive 
practices from the police profession wherever such practices 
exist. 

ILLINOIS RECO~4MENDATION 15.9 

POSITIVE PREVENTION OF POLICE CORRUPTION 

Police chief executives should consistantly work in close 
cooperation with agency employees, other governmental adminis
trato!,s and the public to ini tiate, implement and maintain pro
gr~ms and activities designed to detect, deter and eliminate 
corruption in the police service. 

NAC COMMENTARY EXCERPTS 

Corruption exists in varying degrees in many local 
governments; the potential for corruption exists in all govern
ment agencies. When it exists, corruption is not limited to, 
but often involves, the police. Only through the combined 
efforts of the public, government, police administrators, and 
all police employees can police corruption be eliminated or 
prevented. 

Research studies and investigations into police corrup
tion usually are carried out in response to an immediate problem 
and are therefore directed toward police agencies where corrup
tion exists or is believed to exist. This examination of such 
agencies has produced few lasting solutions to the problem of 
police corruption. 

The conditions that support police corruption are many 
times peculiar to the involved city and police agency. Com
munity mores, the quality of police administrators, and political 
environment are some of these conditions. But while the specific 
steps that led to the reduction or elimination of police cor
ruption in one city might not achieve the same results in 
another, certainly those steps are guideposts to all jurisdic
tions seeking to solve this problem. A study of the many 
police agencies that have rid themselves of corruption should 
provide guideposts for other agencies to follow. 
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ILLINOIS COMMENTARY 

The subject of corruption is a painful one for the prac
titioners of any profession to address. It is not easy to face 
the fact that some individuals within a profession are subvert
ing their responsibilities and are unworthy of inclusion in the 
profession. Nevertheless, one measure of professionals is their 
capacity to deal effectively with negative, as well as positive, 
factors affecting their profession. 

The members of the Standards and Goals Committe have 
faced the issue directly by stating that any corruption affects 
all law enforcement and its eradication is the responsibility 
of all practitioners who become aware of it. 

Perhaps nothing destroys public confidence in the police 
more than corrupt practices by those who are entrusted to en
force law and order. 

Too much time has elapsed without the police practitioner 
specifically addres~ing the issue of police corruption. There
fore, the Standards and Goals Committee joins the NAC in recom
mending that Illinois police chief executives initiate and sup
port studies and programs designed to identify the causes of 
corruption and eliminate corruptive practices from the police 
profession. 

Also recognized by the Standards and Goals Committe is 
the need for close cooperation among police administrators, 
agency employees, other governmental administrators, and the 
public in eradicating police corruption. A continual coordin
ated effort should be centered on developing measures that 
detect, eliminate, and prevent such corruption. 

Recommendation 15.9 reflects a ready willingness on the 
part of Illinois police chief executives to participate in any 
studies br programs that can be translated into effective agency 
policies~ procedures, and/or administrative tools for the overall 
improvement of police service and professionalism in Illinois. 
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ILLINOIS STANDARD 16.1 

POLICE UNIFORMS 

Every police chief executive should immediately develop 
and designate complete standard specifications for apparel 
and equipment to be worn by eV(i~ry agency employee when perform
ing the duties of a uniformed police officer. To deter crim
inal activity, uniformed police officers should be highly 
visible, easily identifiable and readily distinguishable from 
other uniformed persons. Every officer's appearance should 
reflect favorably on his agency and profession; however, 
to insure maximum efficiency, this should not be accomplished 
at the expense of physical comfort. 

1. Every police chie.f executive should consider seasonal 
changes and climate when developing the agency's standard police 
uniform. 

2. Every police chief executive should insure that the 
agency's police uniform identifies the wearer by name and 
agency, and makes him plainly recognizable as a police officer. 
Such items should be visible at all tim~s. 

3. Every police chief executive should insure that the 
uniforms of agency employees other than police officers--such 
as civilian traffic control, parking control, and security 
officers--are, by color, design, and items of identification, 
plainly distinguishable from those of police officers. 

4. Every police agency should conduct daily uniform 
inspections to insure that every officer's appearance con
forms to agency specifications and reflects favorably on the 
agency and the law enforcement profession. 

NAC COMMENTARY EXCERPTS 

Although many variables may influence the design and 
selection of police uniforms, the fundamental purpose of any 
uniform--to identify the role or function of the individual 
wearing it--must always be 6iven primary consideration. Ease 
of identification is particularly important with police apparel. 
A distinctive uniform not only identifies a police officer to 
those who need his services, but also provides a high level of 
police visibility that offers some degree of deterrence to 
crime. 

While uniforms will continue to differ f1rom agency to 
agency, variation within agencies must be avoided. Many 
police departments specify in. writing tile s tyIe) color, fabric, 
and other properties 0 f the' uni :f!orms worn by thlei r personnel. 
All agencies shou.ld follow this policy in order to enhance the 
polite image and the pride and efficiency of officers. 
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· If a high level of police visibility is to be maintained, 
uniformity in appearance within each agency is a necessity. 
Moreover, the possibility of a citizen mistaking a uniformed 
civilian for a police officer must be minimized. In the case 
of private police or security guards, this would be best accom
plished by statewide legisJ~tion which restricts the visible 
quali ties of thei r uniforrr to avoid resemblance between them 
and those of police office'rs. The law enforcement function 
necessitates that police officers are granted certain powers 
and authority not possessed by the general public. Consequently, 
police activities are subject to extensive scrutiny and control. 
Because private policemen have neither this authority nor control, 
their powers and prerogatives are generally the same as those of 
ordinary citizens. Their appearance while on duty should not 
mislead the public into believing otherwise. 

Distinctive and readily identifiable uniforms need not 
be uncomfortable. Uniforms are available in modern fabrics and 
styles that incorporate striking appearance, comfort, and adapt
ability to periodic changes in style. A police officer's ap
pearance not only affects his efficiency, demeanor, and morale-
it reflects on his fellow officers, his department, and the 
jurisdiction he serves. 

In j uris dictions where there is appreciable annual cli
mat~.c variance, both winter and summer uniforms should be author
ized to maximize the~fficers' year-round comfort. In many 
areas, for example, summer temperatures "YJarrant the adoption of 
shirts w~th open collars and short sleeves. However, some 
agencies have not authorized short sleeves on the grounds that 
they appear unprofessional, or because of the additional protec
tion long sleev~s provide. 

To insure uniformity in appearance and ease of identifi
cation, many agencies specify dates when seasonal uniforms will 
be worn. Exceptions necessitated by unseasonable weather do 
OCCUY, of course, and should be allowed. 

Climate also should influence the selection of fabric 
or material from which uniforms are constructed. Unifo.rms roadIE) 
of ne'W<~r, lighter, crease-resistant fabrics are now available 
which--while offering a cooler, more comfortable option for 
summer wear--retain the durability and attractiveness of the 
traditional woolen uniform. 

Everv citizen has the right and the need to be able to 
recognize a" uniformed police officer on sight. Moreover, the 
necessary police prerogative of temporarily restricting the 
freedom of individuals under certain conditions demands that 
citizens in such situations be informed as to the identity of 
the officer and the police agency he represents. The police 
uniform affords the easiest and most direct means of satis
fying all these jdentification requirements. 

A numbered badge or shield, and insignia with the name 
of the agency, have long been pa.rt of the uniform of most police 
departments. Since badge numbers can be difficul t to read and 
recall, many agencies require officers to wear a legible name 
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plate. This has been recommended by both critics and pro
ponents of current law enforcement practices. Name plates 
enable a citizen to identify an officer who is guilty of dis
courtesy or misconduct, and thus discourages such behavior on 
the part of the police. The policy also facilitates recogni
tion of officers who deserve commendation for meritorious 
service, particularly when performing some relatively mundane 
police duty that might otherwise go unnoticed. 

Agency regul~tions should require an officer to wear his 
name plate and badge on his outer garment at all times. Re
moval of the name plate CT covering it with a jacket, whether 
intentional or not, should not be tolerated. 

Rank-identifying insignia for police supervisors' uni
forms also should be required by all agencies. Easy identifi
cation of supervisors benefits both citizens and subordinate 
of:icers, particularly in field situations, and facilitates the 
overall direction of police operations. 

Emblems signifying length of service, or insignia worn 
by motorcycle officers, police pilots, and others with spec~a-
Ii zed functions, can do much to promote per'Sonal pride and esprit 
de corps within the police ranks. However, to maintain uni
formity and reduce ostentation on the part of individual offi
cers, agencies should specify when insignia can be worn, and 
where and when they are to be worn on the uniform. 

Several agencies employ personnel who are not police 
officers, but who nevertheless wear uniforms while working. 
This practice permits the agency to utilize civilians for 
traffic and parking control, security duty, and si~ilar tasks, 
while freeing trained and experienced police officers to concen~ 
trate on crime reduction. Since these civilians have neither 
the training nor the authority of policemen, their uniforms 
should be plainly distinguishable from police officers' uni
forms. 

Uniform regulations should be enforced 1vi thin an agency 
by a continuing program of inspection and control to insure 
compliance by all officers. This can be accomplished by super
visors conducting daily uniform inspections of the officers of 
each watch or shift. Many agencies do this during watch brief
ing or rollcall. Supervisors, when they notice deficiencies 
in the appearance of a subordinate, should routinely inform the 
officer that his uniform is unauthorized, in need of repair, 
or otherwise unpresentable. It should be emphasized to all 
officers that their appearance says much about,themselves, their 
agency, and their regard for the public trust they hold. 

ILLINOIS COMMENTARY 

The Illinois Standards and Goals Committee was in com
plete concert with the concepts in the NAC standard statement 
regarding Police Uniforms. However, a portion of the NAC 
standard statement referring to private security uniforms was 
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removed and added to the standard that specifically discussed 
private security uniforms. It was felt that the reason for and 
importance of distinct uniforms for police and private security 
would be better emphasized if the two concepts were discussed 
independen tly. 

Along with the distinction between private and public 
uniforms every police chief executive should insure that his 
department's uniforms are readily distinguishable from those 
of neighboring police departments. This may be accomplished 
through variations in style, color, or distinctive emblems. 
The type of hat worn may further serve to differentiate between 
agencies. Acquiring uniforms that are readily distinguishable 
is one method of insuring the necessary public recognition of 
a police department. . 

A distinct uniform has many advantages, but one of its 
primary benefits is that it is a type of silent communication 
be tween the police and the pub Ii c. I t not only communi ca tes 
to the public who the officer is and what he represents but by 
presenting a professional appearance it permits the public to 
develop the appropriate impression of their officers. And finally, 
the officer in a crisp, well tailored and distinctive uniform 
will wear it wi th a degree of pride which is reflected in his 
performance. 
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ILLINOIS STANDARD 16.2 

I 

FIREARMS AND AUXILIARY EQUIPMENT 

Every police chief executive should immediately specify 
the type of firearms, ammunition, and auxiliary equipment to 
be used by the agency's police officers. To enhance police 
efficiency, personal equipment items should be interchangeable 
among all officers of the agency. Once established, these 
specified standards should be maintained by frequent, periodic 
inspections and appropriate disciplinary action when agency 
regulations are violated . 

. L Every police agency should establish written specifi
cations for agency-approved sidearms and ammunition to be 
carried by officers on uniformed duty, or plainclothes duty, 
or of£. duty. The specifications should be developed with input 
from all ranks and assignments within the agency. 

2. Every police agency should insure that every auto
mobile patrol unit is equipped with a shotgun, appropriate 
ammunition, and an easily accessible, securely installed shotgun 
T~ceptacle that can be locked. 

3. Every police agency should designate all items of 
auxiliary equipment to be Worn or carried by its uniformed 
off;.cers. To insure intra- agency uniformity, the approved type, 
size, weight, color, style, and other relevant variables of 
each auxiliary equipment item, along with the posi tiOIl on the 
uniform or belt where it is to be worn or carried, should be 
specified in wiiting. 

4. Every police agency should initiate a program of 
frequent, regular equipment inspections to insure that personal 
equipment items conform to agency specifications and are main
tained in a presentable and serviceable condition. To insure 
that each officer's weapon functions properly, firearm practice 
should be required for all officers at least quarterly, and 
all firearms should be examined at regular intervals by a 
qualified armorer. 

5. To insure shooting compe~ency, every agency's policy 
relative to firearms practice should require each officer to 
maintain a minimum qualifying score with each authorized on 
or off duty weapon used by that officer in the firearms practice 
course adopted by the agency. 

6. Each agency should requiTe its officers at least 
annually to qualify in its firearms practice course using 
standard authorized service loads. 
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NAC COMMENTARY EXCERPTS 

Today'spolice executive, when selecting the personal 
equipment to be used by the officers of his agency, has a broader 
choice than had his predecessor of a few years ago. As a result, 
he must research more products to meet the needs of his agency 
effectively. 

There has long been a demand for a national testing and 
information dissemination center for police equipment. The 
International Association of Chiefs of Police created the Police 
Weapons Center Data Service for this purpose. The Weapons Center 
tests and evaluates such products as firearms, chemical agents 
and dispensers, batons and other impact weapons, protective 
equipment, and surveillance devices. Results are furnished to 
agencies subscribing to the service. This service can be parti
cularly valuable because most police agencies lack the facili
ties and funds to conduct their own tests. 

Once an item of equipment is selected, it should be the 
only type authorized for agency use. Interchangeability of 
firearms, ammunition, handcuffs and keys, and other equipment, 
reduces agency purchasing and maintenance costs, simplifies 
training, and facilitates field operations, especially in emer
gencies. 

The sidearm is undoubtedly the most important item of 
personal equipment, and the most expensive. The traditional 
police sidearm in the United States continues to be the .38 
caliber revolver, although a few agencies have adopted semi-
automatic weapons. An increasing number of agencies are choosing ... 
double-action automatic pistols that can be carried uncocked but ~ 
ready for immediate use. Most of these agencies are relatively 
small, except for the 1,700-man Illinois State Police Department. 

The relative mertis of revolvers and automatics have been 
widely discussed and are generally well known. Well-made, de
pendable weapons of both types are available. For police pur
poses, however, certain general requirements should be met. The 
police sidearm is primarily a defensive weapon intended to pro
tect the lives of officers or ether persons. It must be able to 
incapacitate the individual against whom it is used. For this 
purpose, authorities generally agree that police sidearms should 
be at least .38 caliber, or 9 millimeters if a metrically desig
nated weapon is selected. 

The majority of police agencies use sidearms with barrels 
4 to 6 inches long. The 4-inch barrel affords sufficient accuracy 
for normal police use. If the barrel length exceeds 6 inches, 
any gain in accuracy is more than offset by the additional weight, 
bulk, and difficulty of handling. 

The sidearm should be durable and noncorrosive, and have 
a dark finish which is easily cleaned. Because of their ex
cessive sheen, substances such as silver, chrome, or nickel should 
be avoided. To facilitate easy removal of carbon buildup and to 
save cleaning time, a smooth or finely textured finish is recom
mended .. The finish should also resist corrosion resulting from 
exposure of the sidearm to inclement weather and other harsh 
conditions. 

- 500 -



Revolvers manufactured for police use are normally capable 
of double-action firing. Others that are not--old souvenirs 
for example- -should be proscribed for all officers, whether on 
or off duty. Revolvers that are capable of only single-action 
firing are ineffective in situations requiring immediate firing, 
and they cannot be carried in the cocked position with any 
degree of safety. 

This will not be a problem if each police agency will 
specify in sufficient detail, the sidearm authorized for use 
by its officers, and insure con:Eol'mance with the regulation. 

Selecting the proper ammunition for a particular agency 
requires consideration of many variables. For example, magnum 
or other ammunition with high penetration capabilities would, 
of course, be hazardous for agencies serving densely populated 
urban areas, but it might be well suited to the needs of a 
highway patrol, or a rural police or sheriff's department. 
Similarly, the relative advantages of hollow point and regular 
ball ammunition must be considered in the light of the needs 
of each agency. 

Police officers should be limited to using only the 
type of weapons and ammunition specified by their agency. Inter
changeability of ammunition is imperative. To guarantee 
quality control and reliability, all police ammunition should 
be factory-loaded by a reputable firm. Altering ammunition in 
any way, or using homemade or home-loaded cartridges, should be 
strictly forbidden. 

Sidearms are sometimes not adequate to protect either 
police officers or the public. Therefore, police agencies 
should furnish each officer or patrol unit with a shotgun, 
the ideal auxiliary firearm for police use. With its multiple 
pellets, it is far more effective at close quarters than a 
rifle, and its limited range renders it less hazardous for use 
in heavily populated areas. Authorities agree that the best 
shoulder weapon for general police purposes is the l2-guage 
shotgun with a manufactured barrel length of 18 to 20 inches. 
Sawing off longer barrels results in nonuniform and unsatis
factory shot patterns. 

The ammunition specified should be factory-loaded 0 or 
00 buckshot, which provides the best combination of effective 
range, shot pattern, and penetration capability. 

Shotguns should be immediately available to officers 
when they need them. 

Such personal equipment items as batons, handcuffs, 
ammunition containers, holsters, and the pistol or equipment 
belt, should aslo be of uniform appearance and quality through
out each agency. Written specifications should describe each 
item thoroughly enough to prevent variation in the auxiliary 
equipment carried by the officers of an agency. Altering or 
personalizing equipment should be strictly prohibited. Such 
a policy facilitates uniform recognition and interchangeability 
of equipment. 
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Personal equipment regulations, however, detailed and 
specific, will be ineffective unless conformance is assured 
by a continuing program of inspection and control. Therefore, 
equipment should be checked in the daily uniform inspection. 

Many agencies reauire their officers to attend firearm 
pra~tice once a month. This provides valuable training and 
allows officers and supervisors a chance to detect defective or 
malfunctioning weapons. 

Firearms should be checked periodically by a qualified 
armorer to detect barrel or cylinder impediments or a malfunc
tioning of the firing pin. Additionally, the cylinder can be 
indexed to insure proper barrel-cylinder alignment, and the 
trigger-pull mechanism should be inspected to insure a minimum 
exertion of 2.5 pounds, single action. Early detection of mal
function is possible through maintenance check of weapons. 

Although relatively few officers ever have occasion to 
fire their sidearms in the performance of dutYi they must 
nevertheless always be prepared to do so; their lives or the 
lives of others may depend on their shooting proficiency. 

Extra pay for outstanding marksmen is an excellent means 
of encouraging frequent practice and maintaining a high level 
of shooting proficiency. A minimum level of expertise should 
be specified, and all officers should be required to attain and 
maintain that level throughout their careers. Some agencies, 
for example, require their officers to achieve two-thirds of 
the perfect score for their particular practice course. . 

Although proficiency in the use of firearms is important, 
emphasis must also be plac..ed on training every officer when he 
may shoot. Every officer, before he is permitted to carry a 
firearm, should be thoroughly trained in the law as it applies 
to the use of force and the agency's shooting policy . 

.!1JJINOIS COMMENTARY 

Firearms and other protective auxiliary equipment are 
e:xtrf~mely important to the safety of a police officer and others 
around him. Therefore, every police agency should immediately 
take steps to maximize the dependability of all weapons used 
and promote the competency of every officer in their use. 

The Support Services Sub-Committee and the Standards and 
Goals Committee focused their attention primarily to the aspects 
of firearms training. Both Committees fully supported the NAC 
concept that firearms practice should be held monthly; however, 
they also realized the futility of prescribing unrealistic goals. 
The fiscal positions and manpower limitations of many Illinois 
police agencies preclude monthly practice sessions. Consequently, 
a more practical overall goal of quarterly practice sessions was 
designated by the Committees. This provides a realistic start
ing point for small agencies ~nd yet does not restrict those 
agencies already equipped for monthly practice from maintaining 
a monthly firing schedule. In sum, each police agency is ~rged 
to hold firearms practice sessions as frequently as possible in 
light of its individual fiscal and manpower capabilities, but 
quarterly at a minimum. 
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Some Jurisdictions have coordinated firearms training 
on a regional basis. In this way, a broader scope of train
ing is obtained with more efficient use of available resources. 
Other training alternatives should also be considered, keeping 
in mind that the more frequent the practice, the better it is 
for the officer, the agency, and the public. 

Another factor which must not be overlooked jn setting 
up and maintaining firearms and weapons training is the nature 
of the course requirements. Proficiency with all assigned 
weapcns should be required. Although practice ammunition may 
be used, all officers should be required to obtain a qualified 
score with standard authorized service loads at least annu~lly. 
Likewise, each officer should be required to maintain a minimum 
qualifying score with authorized off-duty and backup weapons. 
Finally, all agency courses should include proper training on 
the moral and legal aspect of the use of deadly force. 

Another aspect of this standard that received considerable 
attention was the location of the shotgun receptacle. Some 
police departments require that the shotgun be carried in a 
shotgun rack next to the vehicle operator. Others require that 
it be concealed in the trunk of the vehicle. Operationally, 
the highly recommended place for the shotgun is where the 
officer can reaGh it quickly. In certain emergency situations, 
the speed with which the officer can reach his shotgun may 
spell the difference between life and death. However, many police 
practitioners argue that the high visibility of the shotgun in 
this location may cause the citizen to feel intimidated and thus 
create negative public reaction and resentment of the agency. 
Further, a problem of security can be present when the vehicle 
is unattended. 

In view of the wide range of positive and negative ex
periences encountered by practitioners relative to the location 
of the police shotgun, it was the opinion of the Standards and 
Goals Committee that its location should assure "reasonable 
accessibili ty" but that it should ultimately be a matter of 
local determination. In this regard, geographical area, social 
composition of the community, operational tactics, and public 
relations are all factors which should be given careful con
sideration. 

Clearly, every police agency has an enormous responsi
bility to continually insure that its firearms and auxiliary 
equipment meet rigid specifications and that its officers are 
adept and well-informed in the use and handling of such equip
ment. Failure to meet this responsibility will not only 
seriously endanger human life and welfare but also reduce public 
support and agency effectiveness. 
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ILLINOIS STANDARD 16.3 

AGENCY PROVISION OF UNIFORMS AND EQUIPMENT 

Every police agency should immediately acquire the 
funds necessary to provide and maintain a full uniform and 
equipment complement for every police officer. This will faci
litate the agency's efforts to insure c.onformance to uniform 
and equipment standards. 

1. Every police agency should determine the minimum 
uniform requirements for its police officers, including alter
nate items of apparel for warm~ cold, and foul weather. The 
agency should furnish all required items at no cost to officers. 
Continuing conformity to uniform standards and appearance should 
be insured by regular replacement of uniforms or a uniform allow
ance. 

2. Every police agency should furnish and replace at 
no cost to officers the sidearm, ammunition, and auxiliary 
personal equipment specified by the agency. 

NAC COMMENTARY EXCERPTS 

Local government and the public that supports it should 
acknowledge the importance of uniforms, weapons, and other 
equipment used by police in pTeventing crime. 

Furthermore, when the agency furnishes and maintains 
uniforms and equipment for its personnel, the possibility that 
officers will wear or use unauthorized items is minimized. The 
agency's control over the officer's appearance is enhanced, as 
is the justification for inspections and mandatory replacement 
or repair. 

The individual police officer should no more have to 
bear the cost of purchasing and maintajning uniforms than he 
should pay the cost of his police training. 

An increasing numbeT of police agencies furnish their 
personnel with an initial uniform and equipment complement. 
Many agencies, in addition to the inItial issue, provide main
tenance allowan~es. 

Several options are available to police agencies for 
providing uniforms. Police agencies usually contract uniform 
retailers who provide officers with tailored uniforms at agency 
or jurisdictional expense. Larger departments or a consortium 
of smaller agencies may elect to purchase and issue the uniforms 
themselves, employing a tailor or a firm for fitting the alter
ations. 

In some jurisdictions officers arc reimbursed for uni
forms they purchase themsel vc;s; the uniforrr,s must comply wi th 
agency regulations. 
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Whatever method is selected, all necessary apparel should 
be provided. This should include winter and summer uniforms, 
foul weather clothing, shoes, headgear, and all other apparel in 
quantities sufficient to satisfy the normal u.niform requirements 
of the officers of each agency. 

The agency must provide uniforms on a continuing basis. 
Each part of the uniform should be replaced if necessary after 
a predetermined normal period of wear. Uniforms or equipment 
damaged in the course of duty should be repaired or replaced 
at agency expense. 

Responsibility for replacing uniforms and equipment 
should be given the officer only if sufficient reimbursement or 
allowance is allocated. Under this plan, care must be t.aken to 
insure that the allowance is actually spent for uniform main
tenance. Frequent inspections should insure compliance with 
regulations for replacing frayed uniforms or defective equip
ment. 

More agencies provide firearms and auxiliary equipment 
for their officers than provide uniforms. Every agency should 
adopt a similar policy for uniforms. High standards of quality 
and intra-a.gency interchangeability are vital, particularly 
with sidearms and ammunition. If the agency issues them, there 
is no question that the agency can control their use. 

Agencies must also replace equipment that is defective 
or damaged during the perfurmance of duty, as well as equipment 
unserviceable after normal wear. Since most equipment is dur
able, regular insp~ctions and proper care should render replace
ment infrequent. Ammunition, which is an exception, should be 
replaced at least every 6 months. Aside from deterioration 
resulting from age, cartridges carried by police officers are 
often exposed to moisture, grit, and other substances that may 
render them defective. 
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e ILLINOIS STANDARD 16.4 

TRANSPORTATION EQUIPMENT 

Every police agency should acquire and maintain police 
tran~"l)ortation equipment necessary to achieve agency objectiv(;ls 
in a ~anner which is most cost-effective for the agency. 

1. Every police agency acquiring ground vehicles should 
determine whether the acquisition should be made by purchasing 
or leasing. This determination should be based upon the follow
ing considerations: 

a. Maintenance requirements; 
b. Control problems; 
c. Financing; and 
d. Overall cost-effectiveness. 

2. Every police agency should annually evaluate the 
tasks performed within the agency and the traftsportation equip
ment which may be utilized by the agency to determine how the 
proper application of tra.nsportation equipment can improve the 
agency's ability to accomplish its objectives. 

3. Every police agency should, prior to submitting its 
annual budget, evaluate all existing and potential transporta
tion equipment applications within the agency. The evaluation 
should include the examination of all tasks which may facili tate 
the objectives of the agency to determine if new or different 
equipment will result in: 

a. More efficient use of human resources; and 
b. Improved police service that is cost-effective. 

4. Every police agency should, prior to submitting its 
annual budget, evaluate the potential usefulness and limitations 
of each type of transportation equipment in order to select the 
appropriate tools for the specific police tasks of the agency. 
New and existing transportation equipment should be evaluated. 

NAC COMMENTARY EXCERPTS 

The agency transportation system is one of the most im
portant responsibilities of police management. After salary 
costs, transportation is the most expensive item in the typical 
police agency budget and represents the greatest fiscal manage
ment challenge to the police agency. 

Planning for the acquisition of transportation equipment 
will shape the agency's entire transportation system. T'Ue 
method of acquisition cannot be separated from decisions re
garding the provision of maintenance for the vehicle. Acquisi~ 
tion and maintenance policies will influence greatly the use 

- 507 -



that will be obtained from the equipment, and will determine the 
cost-effectiveness of the entire transportation system. 

Police agencies, to remain effective, should institute a 
periodic evaluation of their transportation requirements and of 
new developments in transportation technology. A transportation 
analysis should be made annually just prior to submission of 
the agency's annual budget. Results can be incorporated in 
budget requests and provide a firm basis for budget request 
justifications. 

One step in analyzing transportation equipment use should 
be a systematic examination of each task performed by the agency 
to determine whether new or different transportation equipment 
would result in more effective performance. 

Analysis of tasks will provide insight and information 
that cannot be obtained through an analysis of equipment alone. 
An analysis of equipment will reveal most transportation equip
ment applications, but in~ortant uses will be overlooked unless 
tasks are also considered. 

An analysis of tasks may also reveal that service to 
traffic accident victims in congested areas could be improved 
by equipping traffic officers in those areas with motorcycles. 
Better service from foot patrols in beach areas might result if 
the patrols use jeeps to drive through the sand, or if there is 
a sidewalk bordering the area, use bicycles. 

A police agency review of transportation equipment should 
normally include the most common means of police transportation: 
automobiles, patrol wagons, aircraft, motorcycles, motor scooters, 
bicycles, watercraft, and horses. However, it should not be 
limited to these vehicles. New means of police transportation 
should be considered as they are developed. 

The importance of transportation equipment acquisition 
decisions and plans requires that more attention be given to 
this than just a cursory examination at budget time. It is 
much easier to anticipate the needs and problems of the agency 
in the planning stage than to attempt to deal with the problems 
created by an ill-conceived transportation system. 

The needs, objectives, and capabilities of each agency 
are different. Therefore, each agency must review the advan
tages and disadvantages associated with the various methods of 
obtaining transportation equipment and determine which method 
will result in the system that will best meet the objectives 
of. the agency in the most cost-effective manner. 

Most police agencies buy their ground vehicles, but 
some lease them or reimburse officers for using their own. All 
alternatives should be evaluated and the methods of acquisition 
selected that will best fit the needs of the organization. 

Maintenance of police vehicles is complex because special 
demands are made on the equipment. Police vehicles are subject 
~o punishing, hazardous driving not required of other vehicles. 
Because they are usually in service for 24 hours. each day, they 
require three times as much maintenance and service as most fleets. 
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No one is more concerned about meeting the special 
requirements and demands of the police fleet that the police 
agency itself. Therefore, it is highly desirable that the 
agency have as much control as possible over police fleet 
maintenance. This is best achieved when maintenance is done 
by employees of the police agency in a police garage. 

When the police agency provides vehicle maintenance the 
operation should be directed by an individual with a background 
in fleet management and an understanding of police problems. 

The issue of control is a primary concern in transporta
tion systems where officers are reimbursed for operating their 
own vehicles. With this method of acquisition, the major 
control problems are the use'of vehicles during off-duty hours, 
and determining and verifying the mileage driven for agency bus
iness. In addition, control of the quality of maintenance will 
be either difficult or expensive, they may be so careful that 
it impairs effectiveness. 

There are also control problems with leased vehicles. 
Leasing agencies want to lease automobiles of the style and 
with the equipment that will bring the highest resale value. 
Frequently they attempt to lease these cars, instead of the 
cars that a1'e best sui ted for police work, to police agencies. 
Th~ agency must control the selection and equipping of vehicles 
to meet its objectives effectively. When the leasing agency 
provides maintenance for police vehicles, there is the problem 
of controlling both ~he quality of vehicle maintenance and the 
time required to get the vehicle back into service. 

When vehicles are purchased, the control problems are 
mostly the internal ones that are a part of all management. 
Howev\?r, under such programs as the Indian.rrpolis, Ind., 24-hour 
Patrol Power Program, where officers use agency vehicles during 
their off-duty hours to increase police presence, an agency 
faces a control problem similar to the one faced by agencies 
that reimburse officers for operating their own vehicles. 

The cost of automobiles varies during the year. Agencies 
requesting bids from dealers should request that the bids be sub
mitted in late December or early Jan.uary so that the cars will 
be built during the flTst quarter of the year. Since the January
through-March period is the traditional slack period for automo
bile manufacturing, the lowest prices usually can be obtained 
in this way. These same factors also apply to a lessor, and if 
officers are purchasing the vehicles, several' can purchase them 
at at the same time to take advantage of the lower bid. 

When an agency performs maintenance or contracts to have 
it done, standardization of the fleet wherever possible will 
help to minimize maintenance costs. For many police needs, 
the same basic model of vehicle can be utilized and the engine 
size and equipment varieLl according to the use that will 'be 
made of the vehicle. Standardization permits lower training 
costs for mechanics and smaller investments in parts inventor
ies and specialized tools. 
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Although standardization of fleets throughout the juris
diction has the same advantages, the differing needs of agencies 
within the jurisdiction should not be sacrificed. If all cars 
in the jurisdiction meet the patrol vehicle specifications, the 
extra co~t may exceed what is saved through s-tandardization of 
parts and training methods. 

Many agencies can take advantage of several methods of 
acquisition and maintenance within the same fleet. If there 
is i.nfrequent need for a special vehicle that agency may rent 
or lease it when the need arises. This may be the most econo
mical type of arrangement for a car needed for an undercover 
assignment or for a boat needed infrequently. M~dium-size 
and smaller fleets will u~ually find it cost-effective to have 
maintenance on motorcycles, boats, and some non-standard under
cOlTer vehicles performed outside the agency in a gargage where 
the volume of work will justify the investment in parts, special 
tools, and trained mechanics. 

It takes about nine officers to keep a two-man patrol 
unit going 24 hours a day, 7 days a week. These nine men use 
one vehicle 90 to 95 percent of the time. Their effectiveness 
depends on the vehicle they are using. When the salary costs 
of the officers on three watches are considered, the vehicle 
frequently represents about 3 percent of the cost of a uni t on 
patrol. When thE!: effect of a savings or additional cost in 
vehicle prbcurement is viewed in relationship to its impairment 
or enhan'cement oJ: the effectiveness of 97 percent of the invest
ment in the uni t J, false economies vvill be avoided and the cost
effectiveness of the fleet will be assured. 

ILLINOIS COMMENTARY 

In general, the Support Services Sub - Commi ttee and the 
Standards and Go;als Committee endorsed the NAC standard for 
police transportation equipment. However, reference to police 
aircraft was omitted because of its extraordinarily specialized 
nature and its very limited use in Illinois--only the Chicago 
Police Department and Illinois State Police Department presently 
use aircraft in their operations. Deletion of the reference 
to aircraft does not reflect disagreement with the NAC commentary. 
Rather, because the use of aircraft ".n police work is sti~_l in 
its infancy, it was felt that any standard in this area would 
be premature for Illinois and might inhibit future development 
of aircraft utilization. 

The use of officer-owned vehicles for daily police opera
tions is a practice endorsed by some Illinois communities. The 
Support Services Sub-Committee and the Standards and Goals Com
mittee are strongly opposed to this practice and urge its eli
mination. The poJice vehicle is a fundmental item of equipment 
necessary for agency oper~tions and, as such, should be purchased 
with funds from the public treasury. 
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ILLINOIS STANDARD 16.5 

FLEET SAFETY 

Every police agency should implement a fleet safety 
program to insure the safety of its employees and the public, 
minimize unnecessary expenditure of public funds, and increase 
agency efficiency. 

1. Every agency fleet safety program should include: 

a. A driver training program for all employees who 
operate agency vehicles; 

b. Procedures for problem-driver detection and 
retraining; 

c. Procedures insuring employee inspection of 
agency vehicles prior to use; and 

d. A preventive maintenance program which will 
minimize the hazard of malfunctioning equipment. 

2. Every agency fleet safety program should emphasize 
the personal involvement of employees in meeting the objectives 
of the program through: 

a. Peer group involvement in the classification of 
employee accidents; 

b. Recognition and awards for safe driving; and 
c. A program emphasizing the personal benefits to 

be derived from safe driving. 

NAC COMMENTARY EXCERPTS 

Regardless vf the amount of planning that is put into 
the selection and acquisition of vehicles, the efforts are 
wasted when improper operation of vehicles results in abuse of 
the equipment. Worse yet, the improper use of vehicles can and 
sometimes does result in injury and death to police personnel 
and members of the community. 

A comprehensive fleet safety program is needed to insure 
the safety of police employees and the public. A fleet safety 
pTogram will also reduce unnecessary expenditures of public 
funds for hospitalization, salaries to injured. officers, damaged 
equipment, and pensions. Finally, a successful program will 
increase an agency's efficiency because more men and equipment 
will be available while agency costs are reduced. 

A comprehensive fleet safety program includes training 
in attitudes and driving skills for all employees who drive 
police vehicles. It should include an accurate reporting system 
of agency accidents so that the training needs of the agency and 
of tile individual employees can be determined. A central role 
for supervisors will be required to monitor the effectiveness 
of training, to detect driver deficiences, and to serve as the 
catalyst that insures the success of the program. Protection 
against mechanical deficiences will also be a part of the program. 
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All components of a comprehensive fleet safety program 
should be adopted even by the smallest agencies. In each agency 
the program should be directed by an individual or unit charged 
with the overall responsibility for fleet safety, and backed by 
the enthusiastic support of all levels of management. 

The driver training program is the nucleus of any fleet 
safety effort. Without the required knowledge and skills, the 
driver cannot be expected to reach his poxential as a safe driver. 
A good driver training program is not merely a one-time effort 
at the recruit level, but a continuing pr~gram affecting all 
drivers of the agency throughout their driving careers. It in
cludes a basic police driving course, inservice training, re
medial training, and rollcall training programs. 

Basic driver training should include defensive driving, 
vehicle control techniques, and agency driving policies. It 
should include both classroom work and practical experience on 
a driving course with the type of vehicle which will be assigned 
to the officer. Test track and skid pan exercises can be ex
tremely helpful in automobile driver training. The hazards of 
motorcycle riding require particularly rigorous driving course 
experience, and officers who cannot master the necessary tech
niques should be detected during training and not be assigned to 
motorcycle duty. The emphasis of the training should be on the 
types of accidents and driving situations that commonly cause 
the greatest amount of damage and injury. 

Inservice and rollcall training should reinforce the 
knowledge and skills learned in basic police driver training. 
Remedial training for officers identified as problem drivers 
should be tailored to the needs of the individual officers. 

The agency's accident records identify areas of need 
for driver training, for problem-driver detection, and the extent 
of the agency's accident problem. They also measure the success 
of the fleet safety program. To obtain the necessary information, 
a thorough investigation should be made of each employee accident, 
Information recorded should include the cause, type of vehicle 
involved, amount of property damage, sick days lost, and total 
cost. 

The agency's accident records should be an important 
source for problem-driver detection. The record system should 
identify patterns in officers' traffic accident histories that 
indicate a need for retraining or other assistance. When the 
records indicate that an officer has had an excessive number of 
accidents, or more than one accident with the same cause, re
medial training may be required. Other possibilities such as 
a need for eyeglasses, an unrecognized physical defect, or even 
a need for psychiatric assistance, may be at the root of the 
problem) and should also be considered. 

Accident records indicate problem drivers. But detecting 
problem drivers before they have accidents depends on the safety 
consciousness of supervisors. They must be alert to unsafe 
habits and violations of safety rules in their daily observations. 
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When an unsafe practice is noted, corrective action should be 
taken immediately. Unnecessary speeding, following too closely, 
parking on the wrong side of the road, or failure to utilize 
safety belts are some of the unsafe practices supervisors will 
encounter. Their response should be appropriate to the situa-· 
tion and range from counseling to the initiation of qisciplinary 
action in aggravated cases. It has been suggested that super-, " 
visors who observe an officer performing an unsafe act and': fail 
to correct the officer should themselves be disciplined. 

Supervisors should periodically--at least annually--eval
uate the driving habits of subordinates. The supervisor should 
ride with the officers and with the help of a checklist deter
mine if they are using the safe driving techniques they have 
been taught. Special attention should be given to those tech
niques designed to reduce the most prevalent and costly types 
of accidents. The evaluation provides an opportunity to 
counsel officers, identify problem drivers, and judge the 
effectiveness of driver training efforts. 

The success of a supervisor's fleet safety efforts will 
be reflected in the accident record of subordinates assigned 
to him. When a subordinate is involved in a traffic accident, 
a summary of the accident should be noted in the supervisor's 
permanent record. This summary has two purposes: to provide 
information the supervisor needs to direct his training efforts 
and to gage the effectiveness of those efforts. 

Although supervisors should be primarily concerned with 
the attitudes, performance, and training of the drivers, the 
condition of police vehicles should not be overlooked. Approx
imately 15 percent of all motor vehicle accidents are attributed 
to defects in the vehicles. The supervisor can insure that 
proper inspection and maintenance procedures are followed to 
reduce equipment failure as a cause of accidents. 

Police fleet managers and operators of commercial fleets 
agree on the value of a maintenance system where, in addition 
to regular maintenance, vehicles are repaired as soon as equip
ment defects are noted. Prompt repairing of defective equip
ment increases the reliability of the fleet and saves money 
by eliminating the need for later major repairs. 

Daily inspection of vehicles, and a maintenance system 
that can perform immediate repairs or provide a spare vehicle 
while the defect in the equipment is being corrected, are es
sential for safe fleet operations. Officers ~hould inspect 
tires for wear, brakes and steering for excessive play, and 
insure that all equipment is in working order before driving 
an agency vehicle. Defects found in the inspection or during 
an officer's tour of duty should be reported and corrected 
immediately. The reporting and repair procedure should not be 
so cumbersome that officers will become discouraged from using 
it. A more thorough inspection should be conducted by main- . 
tenance personnel on a regular basis to take advantage of their 
mechanical expertise and to insure that equipment defects are 
beipg reported. 
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When an agency plans to use a vehicle for more than a year, 
maintenance should be scheduled at regular intervals. At each 
repair interval, vehicle components that will not remain service
able until the next regularly schedule maintenance check should 
be replaced even though they are still serviceable. This pre
ventive maintenance program, along with an effective system for 
promptly reporting observed defects, will minimize the hazard 
qf malfunctioning vehicles. 

The key to a successful fleet safety program is personal 
involvement by the officers, and a positive attitude toward the 
program on the part of the supervisors. Each employee accident 
should be reviewed to determine whether it could have been pre
vented. Fellow officers and the employee's supervisor should be 
included on a committee appointed to make the determination. A 
review authority can assure uniformity of procedures and guarantee 
the fairness of penalties. However, the committee should be given 
as much authority as possible and their recommendations should 
carry great weight in determining the final disposition of the 
case. 

The fleet safety committee creates personal involvement 
because it is a fair means of holdin~ officers accountable for 
their driving. Determinations are nbt based on whether the 
officer caused the accjdent; they are based on whether the officer 
could have prevented the accident using reasonable care. Accident 
statistics, particularly when a serious accident is involved, be
come more real and personal to committee members participating 
in the proceeding. Attitudes formed through participation on 
a fleet safety committee can be a strong influence on the be
havior of fellow officers. 

Fleet safety committee meetings also provide an oppor
tunity to review the involved officer's accident history. If 
an officer is having an excessive number of accidents, or if 
there is a pattern in his accident history, the committee can 
look into the causes and recommend appropriate action to remedy 
the problem. 

Commendations for safe driving can be a powerful stimu
lant to personal involvement at little or no expense to the 
agency. Individual awards may be certificates or personal let
ters from the agency head with a copy to the officer's personnel 
package. Lapel pins indicating the number of years of safe 
driving accumulated by the driver have been effectively awarded 
by commercial fleets. 

Contests have been successfully used to stimulate interest 
in safe driving. An agency may conduct an intramural contest 
for safe driving based on mileage driven, or the agency or unit 
may compete against its own record. Prominently displayed posters 
can indicate the monthly progress of the contest. Publicity 
should be included in the agency or employee publication. 
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Contest prizes do not have to be costly; recognition 
and a sense of accomplishment are usually better motivators 
than money. In a small group, the prize might be a dinner 
at the expense of the lowest scoring driver or a trophy for the 
winning group and commendations for the members who contributed 
to the safe driving record, or an annual awards banquet to honor 
the winners and to recognize individual accomplishments. 

An education program is stress the benefits of safe 
driving (and the painful consequences of carelessness) is 
another means of gaining personnel involvement in the fleet 
safety program. Posters, slogans, and other training aids 
should be used as educational devices to supplement the entire 
fleet safety program. 

REFERENCES 

1. Training Sub-Committee Meeting, March 16, 1977, 
Champaign, Illinois. 

2. Standards and Goals Committee Meeting, April 15, 
1977, Galesburg, Illinois. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D.C., 1973, (Standard 22.3). 

- 517 -



- 518 -



-- --------------------------

ILLINOIS RECOMMENDATION 16.6 

TRANSPORTATION TESTING 

The Federal Government should provide for the testing 
of vehicles and aircraft that have potential for police appli
cation. The objective of this program should be to determine 
the transportation equipment that will satisfy police require
ments, to inform police agencies of the results of these tests, 
and to promote the development of needed police transportation 
equipment. 

1. The testing agency, in cooperation with Stat~ and 
local police officials, should determine the safety, performance, 
and operating features of transportation equipment which meet 
each of the special requirements of police use. 

2. The testing agency should initially test all models 
of aircraft, automobiles, motorcycles, and motor scooters 
currently in use by police. Subsequently, it should test 
prototypes and existing equipment whenever significantly changed. 
The test results should compare the safety, performance, and 
operating characteristics of the transporation equipment; these 
results, including cost data, should be published and distributed 
to all police agencies in time to assure their availability for 
local use in purchasing new equipment. 

3. The Federal Government should, through technical 
advice and, if necessary, research and development subsidies, 
develop transportation equipment to satisfy specific police 
requirements. 

NAC COMMENTARY EXCERPTS 

The national testing program should determine the safety, 
performance, and operating features of transportation equipment 
that will meet the special requirements of police use. This 
determination should be made with the close cooperation of 
State and local police officials and should result in the es
tablishment of standards that delineate the minimum acceptable 
safety, performance, and operating requirements for police 
vehicles. 

Acceptable standards should be required not merely for 
each type of vehicle, but for each police use of a vehicle. 
Whatever its cost, low maintenance needs, or durability, a 
vehicle that cannot do the police job does not meet police 
requirements. 

The use that will be made of a police vehicle should be 
determined by analyzing the tasks performed by the officer to 
whom it will be assigned as well as the climatic conditions 
and topography of the area. The police car needed for patrol
ing.a turnpike will differ in many respects from the vehicle 
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needed by an officer who will be crusing through alleys in the 
inner city. A vehicle suitable for traversing the Arizona back 
country may not be useful during a New' England winter. 

• 

No equipment exists that can effectively meet some police 
needs. These needs should be identified and equipment developed 
accordingly; police needs are not hopelessly circumscribed by 
available equipment. Until the necessary equipment is developed, 
tempoT~ry standards should recognize those areas where deficiences 
exist. 

REFERENCES 

1. Support Services Sub-Committee Meeting, January 13, 
1977, Glen Ellyn, Illinois. ' 

2. Standards and Goals Committee Meeting, February 18, 
1977, Rosemont, Illinois. 

3. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D.C., 1973, (Recommendation 22.1). 

- 520 -







----------

I I ''* 'P 

Standards and Goals 
• Committee Report 

~ --.... -----------,--
Illinois Associatiol1 of C:hd.efs of Police 

CHAPTER 17 
COMMUNICATIONS 



.~ 



ILLINOIS STANDARD 17.1 

POLICE USE OF THE TELEPHONE SYSTEM 

Every police agency should develop as a sub-system of its 
overall communications system a telephone communications com
ponent designed to reduce crime through rapid and accurate 
communication with the public. This design may require an 
upgraded physical plant and supportive equipment, and proce
dures to shorten the time of the internal message handling. 

1. Every police agency should have access to and utilize 
a full-time telephone service sufficient to provide prompt 
answering of calls for service. 

a. Emergency telephone calls should be answered 
within 30 seconds. Administrative and nonemergency 
telephone calls should be answered within 60 seconds. 

b. Procedures should be adopted to control the 
quality of police re~;onse to telephonic requests for 
service and information. 

2. Every police agency should immediately install a 
sufficient number of emergency trunk lines, in addition to and 
separate from business trunk lines, to insure that an emer
gency caller will not receive a busy signal during normal 
periods of peak activity, excluding catastrophic or unusual 
occurrences. 

3. Every police agency should immediately insure that 
any misdirected emergency telephone call for police, fire, 
or other emergency service is promptly accepted and that 
information obtained from such calls is immediately relayed to 
the appropriate pu~lic safety emergency agency. 

4. Every police agency with a full-time telephone service 
should acquire and operate failsafe recording equipment that 
will allow endless or continuous recording of all incoming 
complaint calls and instantaneous playback of those calls. 

5. Every police agency with full-time telephone service 
should operate that service from facilities designed to be 
reasonably secure from physical attack and sabotage. Thi? 
security should extend to overhead telephone trunk line drop
wires running between aerial cables and the full-time telephone 
service facility. 

6. Every police agency sh<;mld obtain single '\.lni versal 
number emergency telephone serv1ce, and the cost of such 
service should be borne by all telephone subscribers. 
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NAC COMMENTARY EXCERPTS 

In an emergency, the public should be able to contact the 
police immediately by making a single telephone call. Single 
area-wide emergency numbers, recorded message devices that detail 
emergency instructions, automatic switching equipment, and well
trained telephone operators are a few of the means to 'this end. 

Rapid response to an emergency cal~ can mean the dif
ference between apprehension and escape or between life and 
death. To a panic-stricken caller, each unanswered ring of a 
police telephone can be interpreted as deliberate indifference. 

As a solution to this problem, many large departments use 
an automatic call director to distribute calls to its complaint 
reception officers. In one large west coast police department, 
when all available complaint officers are busy and calls begin 
backing up, an alert light is activated and additional personnel 
are immediately assigned to answer incoming calls. As a simpler 
solution, many agencies enforce written policies specifying that 
all incoming calls are to be answered as promptly as possible and 
at least within a certain number of rings. 

Attacks, assaults, robberies, kidnaping, and other serious 
crimes, particularly when in progress, demand immediate dispatch 
of field units to the scene. Response time is critical. Both 
emergency and nonemergency telephone lines should be answered 
5 to 10 seconds after the first ring. Emergency calls certainly 
should take precedence, but the possibility that a nonemergency 
line may carry an emergency call should not be discounted. Thirty 
seconds should be considered the absolute maximum for answering 
an emergency line under any conditions, and 60 seconds for a non
emergency line. 

Relations between the police and the public can be improved 
by emphasizing the proper use of the telephone. When all tele
phone use is recorded, employ'ees are naturally more confcious 
of their demeanor, as they are when allowed to listen to re
cordings of their telephone conversations. Supervisors should 
review tapes periodically to determine the quality of police 
use of the telephone. For the average taxpaying citizen, an 
occasional telephone conversation may constitute the only en
counter he will have with his local police agency; it should be 
a positive one. 

The configuration and operation of many police telephone 
systems are inadequate. Some agencies use the same lines for 
business and emergency calls. Where the telephone is manned by 
a single person conducting nonemergency business, an emergency 
caller may be forced to wait for that business to be concluded 
before he can request police assistance. 

Every agency should have a minimum of two lines. The 
agency should publish the number of one for emergency purposes 
and the other for administrative purposes. No emergency line 
should give a busy signal. Most police agencies use at least 
one business line and one emergency line. Emergency lines 
usually feed directly to a complaint reception center where 
police personnel receive priority complaint and emergency calls. 
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These calls include requests for ambulance or fire equipment, 
notifications of crimes in progress, or reports of serious 
crimes which have just occurred. Business lines are used for 
administrative , investigative, and other nonemergency business./ 

It is common for one police agency to receive an emergency 
telephone call intended for another. Many people often do not 
know which police agency to calIon for the service they re
quire. 

Although the single universal emergency telephone number 
system with automatic switching offers a solution to this pro
blem, this system is far in the future for many police agencies. 
Meanwhile, agencies should accept any misdirected emergency call 
and then relay information to the agency having jurisdiction. 
To tell a citizen who reports a man firing a gun, "You've called 
the wrong agency; here is the proper number," or risk trans
ferring such a call, is inconsistent with the fundamental prin
ciples.of emergency service. Police employees should assure 
the caller that his request or information will be forwarded 
to the agency responsible for acting on it, and then relay the 
emergency message to that agency immediately. A special tele
phone directory of emergency agencies, and others whose services 
might be called for, should be at the immediate disposal of 
every agency employee who receives calls. This directory should 
include or refer to maps that enable the police employee to 
identify at once the emergency agency that should act on the 
call. 

Recording devices connected to telephone complaint recep
tion lines are valuable for documenting incidents, especially 
during emergencies and other periods of peak activity. They 
also provide the police administrator with a tool to evaluate 
workloads and to increase the efficiency of the communicatidns 
operation. Smaller endless tape devices, which record only 
the previous few moments of traffic, are especially valuable 
in instantly replaying garbled or confusing messages after 
a panic-stricken caller has hung up or been disconnected. Re
cording police telephone conversations can aid' in settling public 
complaints. The just disposition of legal suits arising from 
deaths, injuries or property loss alleged to be due to police 
negligence, also can be expedited. In cases where a dispatcher 
has been given mis information, a tape recording of tIl.e call 
would be valuable evidence in court and could result in great 
savings to the concerned municipality. 

Telephone conversation recordings are also important in 
disposing of allegations of improper officer conduct on the 
telephone. The entire conversation can be carefully scrutinized 
and the complaint effectively and expeditiously resol ve6\. 

The demand for police services is growing at a much faster 
rate than the ability of police telephone systems to COpf.~ with 
it. The single universal emergency telephone number, cou\pled 
with automatic number-identifying equipment, is the most 'pro
mising recent development for meeting this demand through\)ut 
the nation. 
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Funds required to implement a single universal emergency 
telephone system should be derived from increased private tele
phone subscriber rates. This would make the system user-supported 
and would make early implementation possible. 

The single universal emergency telephone number, 911, con
nects anyone dialing it to an emergency line at the local police 
complaint board. Dialing 911 eliminates the time-consuming 
extra step of having an operator place the emergency call. As 
'simple and as easy to remember as the present 411 directory 
information number, 911 reduces the delay between the time any
one in need of emergency police service first telephones, and 
the time that he receives that service. Efforts should be made 
to provide free direct calls on the 911 number from all public 
telephones. 

Unfortunately, differences between jurisdictional and 
telephone company exchange boundaries are a serious obstacle to 
nationwide implementation of the 911 system. Telephone circuits 
usually ignore city and county lines. Persons living in one 
community could, because of their prefix assignment, dial 911 
and be connected to an emergency agency that does not serve their 
community. Ultimately, automatic switching equipment will solve 
this problem, but in the meantime there must be extremely close 
coordination between emergency agencies if 911 is to work. 

The 911 system would require costly updating of comnnlnica
tions operations and consolidated emergency service call recep
tion centers. Fire department officials generally object to 
police switchboards. receiving their calls. However, police re
ceive between 75 and 85 percent of all emergency calls, and police 
personnel should therefore be the principal staff of 911 communi
cations centers. 

Al though telep:hone complaints have been generally receptive 
to implementation of 911 service, they, too, face some serious 
problems. A.T.&T. has estimated that it will have to spend at 
lea,~t $50 million to update its equipment for 911 service. This 
figure does not include the cost of 911 to the many independent 
telephone companies throughout the United States. 

Despite all the initial problems faced by emergency agen
cies that have installed 911 systems, evaluations made by these 
public safety practitioners have been highly complimentary. Once 
initial problems were resolved, all existing 911 systems,with
out exception, proved highly successful. 

The growing interest of the Federal Communications Com
mission, State public utility commissions, and State legis
latures in making 911 telephone systems a reality should be 
supported by police chief executives. 

A complete 911 system should include automatic number 
identifier' (ANI). An ANI can instantenously inform a police 
switchboard of the caller's telephone number by means of a 
visual display device. Theoretically, a caller using ANI
equipped systems could dial 911, wait for an answer, say one 
word, "He lp," and hang up. Police complaint reception per
sonnel would know immediately that there is a situation needing 
police attention and would know the number and location of the 
telephone used to summon help. 
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ILLINOIS COMMENTARY 

On September 25, 1975, House Bill 911 was signed into law. 
It established in Illinois a statewide 3-digit emergency t.ele
phone number (911). As proposed, any citizen, anywhere in the 
state, by dialing 911, will receive rapid emergency police, 
fire, or medical response. The rationale behind the system 
is explained in Section 1 of House Bill 911 as follows: 

Be it enacted by the People of the State of Illinois, 
represented in the General Assembly: 

Section 1. The General Assembly finds and declares 
that it is in the public interest to shorten the time 
required for a citizen to request and receive emergency 
aid. There currently exist thousands of different emer
gency phone numbers throughout the state, and present 
telephone exchange boundaries and central office service 
areas do not necessarily correspond to public safety and 
political boundarie~. Provision of a single, primary 
three-digit emergency number through which emergency 
services can be quickly and efficiently obtained would 
provide a significant contribution to law enforcement 
and, other public service efforts by making it less dif
ficult to quickly notify public 'safety personnel. Such 
a simplified means of procuring emergency services -will 
result in the saving of life, a reduction in the des~ruc
tion of property, quicker apprehension of criminals ,'and 
ultimately the saving of money. The General Assembly 
further finds and declares that the establishment of 
a uniform, statewide emergency number is a matter of 
statewide concern and interest to all inhabitants and 
ci tizens of this State. It is the purpose ,of' this Act 
to establish the number "911" as the primary emergency 
telephone number for use in this State and to encourage 
units of local government and combinations of such units 
to develop. and improve emergency communication procedures 
and facilities in such a manner as to be able to quickly 
respond to any person calling the telephone number "911" 
seeking police, fire, medical, rescue, and other emer-
gency services. b 

The followi;:g implementation time table for "9ll!! was 
also set by the Legislature: 

On or before Jctnuary 31, 1982, all public agencies 
shall submit final' plans for the establishment of the 
system to such utilities~ and shall make ~rrangements 
with such utilities for the implementation of the planned 
emergency telephone system no later than December 31, 1985. 

As envisioned this system would be of great value to all 
citizens of this State and be especially helpful to the millions 
of visitors who come to lllinois annually. The 911 system as 
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intended will not be easy to implement, however, as indicated by ~ 
the proposed ten-year implementation time frame. _ 

One of the several problems for which a solution is now 
being sought is that most telephone service areas do not cor
respond to those of the governmental entity. The problem be
comes even more serious in areas where two or more telephone 
companies service customers within the boundaries by one govern
mental jurisdiction. The following excerpt from the Greater 
Egypt Regional Planning and Development Commission's publication, 
Regional Emergency Communication Call Reception and Referral 
Centers Plan, illustrates the problem in that area: 

Installation of "9-1-1" is difficult. The problem of' 
political jurisdictions and telephone company exchange 
boundaries not being the same or overlapping is particu
larly importaflt when discussing county communication 
centers. In the ten counties within the Region, eight 
companies provide telephone services to the citizens. 
General Telephone Company, the largest company in the 
Region, has forty exchanges. The Illinois Bell Telephone 
Company is the next largest company and has twelve dif
ferent exchanges. Continental Telephone Company, Egyptian 
Telephone Co-op, and Hamilton County Telephone Co-op all 
have three exchanges. The Hardin County Telephone Com
pany and Southwestern Bell have one exchange. 

There being eight different telephone companies and 
seventy exchanges in the Region, every county is affected 
by this condition. A county attempting to develop its 
telephone system for the communication center may have 
to deal with two to four telephone companies. However, 
the two largest telephone companias in the nation have 
fifty-five of the exchanges. This does decrease some
what the problem of the political boundaries not coin
ciding with the telephone exchanges. 

Another significant problem in implementation of the 911 
system is its high cost, both for installation, maintenance and 
operation. To give an idea of the dollars involved, it would 
cost $3 to 3.5 million to put 911 into all of Cook County, with 
an additional $50,000 to $150,000 per month for maintenance and 
operating costs. 

Because of its complexity, several other problems exist 
insofar as 911 implementation is concerned. Nevertheless, 
plans for 911 implementation are being carried out throughout 
the state as legislatively mandated. Every Illinois police 
agency should participate in the planning effort so that pro
blems can be ironed out and viable solutions adopted. The re
sult will be an increased potential for police effectiveness in 
their mission of crime reduction and public service. 

As evidence of their concern for progress in this area, 
Illin.ois police practitioners have outlined certain components 
that a 911 system should contain in order to insure its com
patibility with law enforcement needs. These are a selective 
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routing capability, automatic number identification, and where 
possible, automatic location indicators. An explanation of 
selective routing is contained in the Illinois Commerce Com
mission IS publication Illinois' Local GoVern'ment' '911 Planning 
Manual: 

Selective routing automatically directs the call to a 
predetermined answering point. The answering point 
is selected by political jurisdiction rather than te1e· 
phone exchan.ge; Le., the call is routed to the IIcorrect" 
public safety agency, rather than the one determined by 
the exchange where the call originated. With selective 
routing, the 911 call is connected through dedicated 
trunk facilities to a central office where an electronic
stored program switcher is used to determine by automati
cally forwarding the calling party's telephone number to 
the selective routing office where the number is used 
to search the file of the stored program switcher. This 
file contains a PSAP route identification corresponding 
to each 7-digit telephone number in the selective routing 
network. 

Generally, because of their higher call volume, the calls 
are routed on a basis of the serving law enforcement 
agencies. Selective routing thus partially solves the 
problem of jurisdictional and telephone boundary mismatch 
and generally eliminates the need for cooperation between 
law enforcement agencies. 

The automated number indicator or automated location in
dicator would appear on a cathode-ray screen located in a pub
lic safety answering point (PSAP). The information that appeared 
would consist of telephone number, address of where the phone 
was located, and which police or fire department or other ser
vice was to be contacted. The PSAP would immediately relay 
this information to the proper agency. 
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ILLINOIS STANDARD 17.2 

COMMAND AND CONTROL OPE~\TIONS 

Every police agency should acknowledge that the speed with 
which it can communicate with field units is critical; that it 
affects the success of agency efforts to preserve life and pro
perty; and that it increases the potential for immediate appre
hension of criminal suspects. Therefore, a rapid and accurate 
communications capability should be developed. 

1. Every police agency should immediately install a 24-
hour radio capability providing continuous communication be
tween a communications center and field units. Agencies too 
small to maintain a full-time communications center should 
immediately arrange for that service to be provided by the 
nearest full-time communications center of a neighboring 
public safety emergency agency or a public safety emergency 
agency operated by the next highest political subdivision 
in the State. 

2. Every police chief executive should immediately insure 
that delay time--the elapsed time between receipt of a complaint 
emergency call and the time of message radio transmission--in 
the case of an emergency call does not exceed I minute, and 
in the case of a non-emergency call, does not exceed 4 minutes 
except when the agency has an established plan for "stacking" 
non-emergency calls which includes notification to the citizen 
of the estimated arrival time of an officer. 

3. Every agency providing police communication services 
should acquire and operate fail-safe recording equipment which 
will allow continuous recording of every radio transmission 
and recording equipment designed to allow instantaneous play
back of field unit radio transmission. 

4. Every police agency should immediately seek action by 
the appropriate legislative or regulatory body to regulate 
private agencies that provide central-station alarm service. 
Appropriate steps should be taken to minimize field-unit response 
to the location of any alarm not caused by a criminal attack. 

5. Every agency operating a full-time communications 
center and employing 15 or more persons should install suitable 
equipment to provide access to local, State, and Federal 
criminal justice information systems. The minimum suitable 
equipment should be capable of being connected to a data base. 

6. Every police agency having a full-time communications 
center should operate from facilities designed to be reasonably 
secure from physical attack and sabotage. 
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ILLINOIS COMMENTARY 

Over the years police communications has progressed greatly. 
Command and control operations communications were not always 
the nerve ce~ters that they are today, linking local police 
agencies to other law enforcement agencies around the country. 
Instead, they were single units with an off-on switch, volume 
control, single speaker, and microphone, in a chassis little 
larger than a shoe box. Until recent years, the telephone served 
as the primary instrument of police communications. 

Today, systems such as the Chicago Police Department's 
communications center or the Norcom System in northern Cook 
County represent some of the finest command and control systems 
in America. But in sharp contrast to these are the Illinois 
police agencies that lack 24-hour a-day radio capability. In 
some areas of the State the night watchman at the town's water 
department handles all police radio dispatching. 

The Standards and Goals Committee felt that if a govern
mental entity has created a police agency it is a necessity that 
they also provide a 24-hour radio capability. When a govern
mental entity is unable to provide this, it becomes necessary 
to enter into mutual agreements with neighboring communities or 
counties or divisions of the State. This would insure that even 
a one-man police agency could be notified around the clock if 
necessary. 

Having achieved this objective the police chief executive 
must turn his attention to the time it takes to dispatch a unit 
from the time the call for service was received. The Standards 
and Goals Committee engaged in extended discussions on this 
point. The one area of agreement was that of dispatching emer
gency calls. While the one-minute time frame for response to 
emergency calls was approved, the Committee noted the need to 
take into consideration such things as type of equipment and 
volume of radio traffic. However, most police chief executives 
felt that emergency calls are presently being handled in less 
than one minute. 

The area of least concein was that of dispatching the 
non-emergency call. Allen Andrews, Superintendent of the Peoria, 
Illinois Police Department, explained one process that the Peoria 
Police Department uses in handling non-emergency service calls. 
First the nature of the call is determined. If it is a non
emergency call, the dispatcher explains to the caller that be
cause the call is not an emergency call there may be a delay in 
police response. This delay may be up to an hour if the call 
is received during a peak service time. In this way the caller 
knows the police are coming and their approximate time of arrival. 
In addi tion to this the dispatcher "stacks!' his non-emergency 
calls. This means that non-emergency calls will be handled in 
the order they are received as soon as a patrol vehicle becomes 
available, and after all emergency call dispatching has been 
completed. 
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'While Peoria uses the method of stacking calls by the 
dispatcher, other Committee members felt that stacking of 
non-emergency calls at the patrol unit level was a better method. 
This would allow the patrol officer to handle non-emergency 
service,calls at his discretion at the earliest opportunity. 
It was indicated by some police chief executives, however, 
that their past experiences with this method showed an increased 
likelihood for service calls to go unanswered because they 
"slipped through the cracks." The Committee agreed that a 4-
minute dispatch time for non-emergency service calls is the 
optimum but that in larger cities this may not always be 
possible. 

Another area of discussion centered on equipment located 
in the command and operations center. Specifically, thg need 
for a fail~safe tape recording system was pointed out. Such 
a device, with the capabilities of monitoring both ends of 
radio or telephone calls, coupled with an instantaneous play
back capability is vital to effective command and control 
operations. The caller may be interrupted or cut off by others 
who are also trying to communicate with the police or, in many 
emergency situations, the caller may be emotionally upset and 
incoherent. In such instances the operator would be able to 
retrieve vital information or reestablish communications. In 
addition, a playback capacity would be a valuable management 
asset in situations where questions arise concerning the manner 
in which police service calls were dispatched. 

Still another topic of discussion centered on alarm 
systems. Although police agencies historically have chosen 
to permit alarms to terminate in the command and control oper
ations center, serious questions have arisen in relation to how 
to control the quality of devices installed in police agencies. 
The fact that alarm systems are excellent tools in crime pre
vention and are a direct factor in the apprehension of a number 
of criminals indicates a need for police to take a more active 
role in this area. 

A starting point for increasing the potential for coor
dinated progress in alarm system use is for police chief exe
cutives to examine the Model Alarm Statute developed by the 
Private Security Advisory Council and the Model Alarm Ordinance 
developed by the International Association of Chiefs of Police. 
Local alarm systems operators and vendors can also be a source 
for helpful information concerning the capabilities of various 
alarm devices and their proper use. On a more direct basis, 
the police should conduct personal follow-up visits to those 
premises that have had a significant number of false alarms. 
These visits should focus on positive measures to reduce false 
alarms; however, if necessary, the owner of the alarm system 
should be advised that unless corrective steps are taken, the 
alarm system must be removed or his permit to operate alarm 
systems may be revoked. Monetary fines should be avoided, as 
their use may be counterproductive to sound crime prevention. 
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The last concern of the Standards and Goals Committee 
was the provision of security to vital communications. It is 
essential that every police agency make provisions to secure 
its communications facility from physical attack and/or sabotage. 
Excellent examples of well-planned layout and design are those 
incorporated in the communications system centers of the City 
of Northbrook's public safety building and the Wilmette Police 
Department. Both communication centers are visible to the 
public and present an impressive display of equipment and people 
who are busily engaged in various activities behind security 
glass and metal. Although both facilities are visible to 
the public, they are not easily accessible. If an individual.!s 
intent was to damage or disr.upt police communications, the like
lihood of success would be minimal indeed. 

Command and control operations may well be the most im-· 
portant operation in any police department. It is a recognized 
fact that speedy police response has a positive impact on crime 
deterrence and criminal apprehension. Thus, no second best 
alternatives should be accepted when designing, setting up~ 
and acquiring a command and control system. 
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ILLINOIS STANDARD 17.3 

RADIO COMMUNICATIONS 

Every police agency should immediately insure that its 
radio communications system makes the most efficient Use of 
its radio frequency. 

1. The State of Illinois should continue to designate 
and maintain common statewide police radio frequencies for 
use by State and local law enforcement agencies during peri.ods 
of local disaster or other emergencies requiring interagency 
coordination. 

a. The Illinois Department of Law Enforcement shOUld 
acquire and maintain pre-packaged radio systems f~r loan 
to local law enforcement agencies during disaste~, major 
public events or other emergencies where the need for 
effective communications exceeds local agency capability. 

2. Every agency should, where ever technically feasible, 
acquire and operate multichannel mobile and portable radio 
equipment capable of two-way operation on operational frequen
cies, daily car-to-car tactical frequencies, joint public 
safety ta~tical frequencies and statewide tactical frequencies. 

3. Every agency should equip every on-duty uniformed 
officer with a portable radio transceiver capgble of providing 
adequate two-way communications with the communication center 
and capable of being carried with reasonabie comfort on the 
person. 

4. Police chief executives should cooperate with police 
membership organizations and legislators to urge the f~deral 
Communications Commission to l~educ~ conflict and congestion 
in allocated police frequencies t'hrough a program of expanded 
allocation and improved coordination of assignment of desig
nated police frequencies. 

ILLINOIS COMMENTARY 

Some of the best examples of efficient police radio 
communications can be found in the State of Illinois. The 
Illinois State Polica Emergency Radio Network (ISPERN), for 
example, links all Illinois police agencies on one frequency. 
Its use undoubtedly has improved police operations throughout 
the State. 

Similarly, a group of 13 northern Cook County suburhan 
police agencies pooled expenses and resources to overc9J!l~J 
existing radio communications problems. Referring to them
selves as the NORCOM communities, they share frequencies to 
reduce radio traffic. In addition to its regular radio frequency, 
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the system has an emergency frequency that connects all NORCOM 
communities for emergency transmission. As stated by Chief 
George W. Curtiss, Northbrook Illinois Police Department, NORCOM 
is one of the two or three radio communications systems in the 
country that best reflect the present state of the art in effi
cient law enforcement communications. 

In spite of the progressive steps exemplified by such 
systems as ISPERN and NORCOM, however, many Illinois police 
agencies still are faced with insufficient communications or 
pfbblems of efficient utilization of the systems they now oper
ate. Overcrowded radio frequencies produce congestion and im
pede continuous communications in many areas. In other areas 
it is not uncommon for the police agency to share a radio fre
quency with the senior citizens' shuttle bus, local water depart
ment, or other government-funded activities of a non-public 
safety nature. Moreover, in many smaller agencies, lack of 
portable radios seriously affects response time as well as of~ 
ficer safety. 

While most police practitioners endorse ISPERN and feel 
,i t is functioning as it should, there are also those who believe 

.' it, -too, shoul d be improved. Speci fically, it is the opinion 
, of th~se practi tioners that some ISPERN guidelines are too 
restrictive, such as the limitation prohibiting transmission 
of over-an-hour-old information. 

To overcome the above problems and insure effective and 
efficient radio communications for every Illinois police agency, 
the combined efforts of state and local police, governmental 
entities, and the FCC are required. The critical value of 
communications in daily police operations warrants immediate 
and progressive action to upgrade the communications capability 
of all police agencies. 

One new and vital concept for enhancing radio communi
cations was endorsed by the Standards and Goals Committee. This 
concept is for the State to stockpile pre-packaged radio systems 
for emergency or contingency use. Police practitioners have 
learned from past experience that when unusual happenings occur 
bne of the ~ost immediate and often lacking needs is adequate 
means of communications. If additional radio systems were 
readily available, all involved in the contingency operations 

. would benefit. The savings in life and property that would 
result more than justify implementation of this concept. 
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ILLINOIS RECOMMENDATION 17.4 

DIGITAL COMMUNICATIONS SYSTEM 

It is recommended that the Law Enforcement Assistance 
Administration stimulate competitive research and develop
ment for the design, manufacture, operation, and study of a 
pilot digital communications system. Such a system should 
include, as a minimum, automated vehicle locator devices, 
realtime, unit status reporting devices, and vehicular visual 
display devices with hardcopy capabili ty. 

NAC COMMENTARY EXCERPTS 

Digital communications systems, linking base stations 
to field uni ts, reduce frequency congestion. Such networks 
provide ins tantaneous digital "dispatching of routine opera
tional messages, provide field units with direct access to 
computerized data banks, and allow dispatchers to track the 
location of patrol units. 

Digital transmission of data can reduce frequency con
gestion by as much as 40 to 50 percent. It is a technique 
by which a message is electronically composed at a precinct 
or in a communications center on a cathode ray tube (CRT) 
keyboard device and transmi tted in a "burst" lasting only a 
second or two. It is received in visual form in a police 
vehicle on a radioteleprinter, CRT, or other visual display 
device. This means that field units can automatically copy 
the more routine messages without typing up voice frequencies. 
Digital communications can be broadcast simultaneously with 
voice transmission on the same frequency. Field units 
equipped with digital communications equipment can query com
puter-based information systems without going through a dis
patcher, and they can do it in seconds. The potential for 
relieving overload~d voice frequencies is great. 

The same process can also be used to inform dispatchers 
of the status of field units: available for assignment, not 
available for assignment, or busy but available for critical 
or high priority assignment. Presently, most of this infor
mation must be obtained from time-consuming and congested 
voice radio communications. 

The Oakland, Calif~, Police Department has installed a 
computer-based digital communications system. Its communica
tion center, and some field units, have the capability of 
instant and silent communication. The unique advantage of 
digital communication is that, because transmissions aTe made 
in "bursts" of a second or two, frequency congestion is reduced 
by as much as 85 percent. The system also employs a "touch 
map" mounted on the police vehicle dashboard. This device 
allows a.policeman to touch a specific point on a map in his 
car that will automatically (via digital communications) ac-
ti vate a light showing his uni t number and locat.ion on a similar 
map in front of a dispatcher. 
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The components of a fully automated digital communications 
system have been used independently or in various combinations 
at one time or another, but never together in an integrated 
system. The individual development of these sophisticated and 
complex devices should not continue on a random and uncoordinated 
basis.. A pilot research and development program would result in 
considerable saving of time and money. 

ILLINOIS COMMENTARY 

, If unlimited fiscal resources were available, digital com
munications systems would be a reality in every police agency , 
in America. Unfortunately, however, the cost of such a system 
is prohibitive. When interested law enforcement agencies rElalize 
the cost of going to a digital communications system with such 
features as automated vehicle locator devices, interest cools 
rapidly. For example, it would cost approximately $2.5 million 
to acquire a system of mobile digital terminals and automated 
vehicle locator devices for a fleet of 250 vehicles. This es
timate is based on figures gathered by Illinois police chief, 
executives who have considered such a system. 

There are a number of companies such as Boeing and Motorola 
who have developed advanced digital communications systems. But, 
these company!s huge research and development expenditures must 
be absorbed by the purchaser. 

Illinois police practitioners recognize that efforts re
sulting in provision of affordable digital communications systems 
will only result if each state voices its support of a Law Enforce
ment Assistance Administration Program for this purpose. For 
this reason the Standards and Goals Committee endorsed the present 
Recommendation as the vehicle to carry their supportive voice to 
Washington, D.C. 
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ILLINOIS RECOMMENDATION 17.5 

STANDARDIZED RADIO EQUIPMENT 

It is recommedned that a national commission be formed 
to study, develop, and supervise implementation of a program 
for communications equipment specifications standardization. 
Once specifications have been set, police agencies should ad
here to them and not buy equipment that does not meet these 
standards. It is further recommended that the commission be 
funded to provide for continuing research, development and 
supervision. 

ILLINOIS COMMENTARY 

"It borders on criminal negligence- - the equipment 
police officers are being asked to use. The dis
parity in communications equipment used by police 
officers ranges from no radios at all to ultra
modern $2,400 portable units." . 

Chief George W. Curtiss of the Northbrook Illinois Police 
Department made those hard hitting points in an interview dis
cussion of Recommendation 17.5. They pinpoint the dilemma 
fa~ed by the police chief executive in terms of what exists in 
the field and what he faces when considering communications 
equipment for his agency. 

Police chief executives are confronted with a myriad 
of communications equipment, each system boasting of more 
functions per unit ~t a lower cost than its competitor. In 
selecting this most vi tal equipment the police chief executhte 
usually must base his decision on little more than his own 
past experience and what the sales representative claims his 
product will do. Because most police chief executives are 
untrained in the technology of communications systems, out
side expertise and guidance is needed in this area. 

With the implementation of this Recommendation the police 
chief executive would someday have set criteria to assist him 
in the task of acquiring dependable communications equipment. 
Moreover, standardized criteria would provide him with the 
necessary "expert" support when appearing before his fiscal 
authority or governmental entity representatives for the 
purpose of obtaining effective and reliable communications 
equipment suited to his agency. 

In an occupation where communications often means the 
difference between life and death or serious injury to citizens 
and police officers alike, the persons responsible for estab
lishing the criteria for/or selecting communications equipment 
need the best support available. It is felt that such support 
can be best obtained through the processes outlined in this 
Recommendation. 

- 539 -



------------

REFERENCES 

1. George W. Curtiss, Chief of Police, Northbrook Police 
Department, Northbrook, Illinois, (Interview with 
Project Staff), September 23, 1977. 

2. Support Services Sub-Committee Meeting, March IS, 1977, 
Matteson, Illinois. 

3. Standards and Goals Committee Meeting, April 14, 1977, 
Galesburg, Illinois. 

4. National Advisory Commission on Criminal Justice 
Standards and Goals, Police, Superintendent of 
Documents, U. S. Government Printing Office, 
Washington, D.C., 1973, (Recommendation 23.2). 

- 540 -



c) 





---------------------------------------_. Standards and Goals 
• Committee Report 

Illinois Association of Chiefs of Police 

CHAPTER 18 
INFORMATION SYSTEMS 





ILLINOIS STANDARD 18.1 

POLICE REPORTING 

Every police agency should establish procedures that 
will insure simple and efficient reporting of criminal activity, 
assist in criminal investigations, and ~rovide complete infor
mation to other components of the criminal justice system. 

1. Every police agency should immediately publish the 
circumstances which require an officer to complete a report, 
and should pTovide printed forms for crime, arrest, and other 
reports. Such forms should have enough appropriately headed 
fill-in boxes and companion instructions to assist the officer 
in obtaining and reporting all necessary information. 

a. There should be a forms control procedure which 
subjects every departmental form to initial approval and 
periodic review to determine if the form's use is appro
priate and the information called for is necessary. 

b. Field reports should be as simple as possible to 
complete, and their design should permit systematic 
collection of summary and management data. 

2. Every agency should immediately consider adopting 
policies that allow reports of misdemeanors and miscellaneous 
incidents to be accepted by telephone when: 

a. No field investigation appears necessary; and 
b. The efforts of the patrol force would otherwise 

be diverted from higher priority duties. 

3. Where the volume of calls for service dictates, every 
agency should free its patrol units immediately for priority 
calls by assigning other personnel to one-man units whose pri
mary function is preliminary investigation and the subsequent 
completion of reports. 

4. The State of Illinois should enact legislation re
quiring that, at the time arrest warrants are issued or re
called, notification be made promptly to the State or other 
State designated agency by the police agency receiving such 
warrants from the court. Every police agency should insure 
that, when it contacts or arrests an individual named in want 
or warrant information generated by any criminal justice agency, 
it notifies that agency of the contact or arrest prior to the 
release of the subject. To insure that the right person is 
arrested, police agenc~es should provide sufficient identify
ing data to courts issuing warrants. This data should include, 
at least the offender's: 

a. Name: 
b. Residence address; 
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c. Sex; 
d. Color of hair and yes; 
e. Height and weight; 
f. Date of birth; 
g. Race; and 
h. Motor vehicle operators license. 

5. The State of Illinois should require every police agency 
to report to the State or other designated agency information 
necessary for: 

a. The identification of persons known to have been 
armed, considered dangerous, known to have resisted 
arrest or who have assaulted peace officers; 

b. The identification of unrecovered stolen vehicles; 
c. The identification of vehicles wanted in connection 

with the investigation of felonies or serious misdemeanors; 
d. The identification of unrecovered stolen Vehicle 

Identification Number (VIN) plates and serially identified 
engines and transmissions; 

e. The identification of unrecovered stolen or missing 
license plates; 

f. Identification of serially numbered stolen or lost 
weapons; and 

g. The identification of serially numbered stolen 
property items. 

NAC COMMENTARY EXCERPTS 

Unless police agencies have a well-defined reporting policy 
for incidents of both a criminal and noncriminal nature, they 
will be unable to assess accurately the extent of criminal acti
vity in their jurisdictions, and will also find themselves i11-
equippped to take effective measures against it. Moreover, the 
inconsistent reporting procedures contribute to a lack of con
fiuence in police; persons may well assume that certain kinds 
of behavior are tolerated in one section of the community but 
not in another. 

Every policeman should be thoroughly familiar with agency 
pOlicy specifying the conditions under which police reports are 
to be taken. Such policies should require that all relevant 
criminal information be reported, and should discourage procedures 
that permit the failure to take a report. 

Without uniformity in reporting, information provided by 
police reports cannot be used by the many other elements of the 
criminal justice system. This is why the format of police re
ports should reflect system needs and not just agency needs. 

Police agencies should pay particular attention to the 
de~ign of forms and the control of their use. Every agency 
should strive to gather as much information as necessary as 
easily as possible. Redundant forms and those requiring exten
sive narrative at the preliminary investigation level should be 
eliminated. The patrolman's efforts should be concentrated on 
investigating, not on writing reports. 
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Some pOlice officials feel that taking telephone reports 
of even minor inc:dents, and then determining whether follow
up investigation is needed, is an abdication of a fundamental 
police respons ibili ty. In many urban agencies, however" it 
is the only way of handling such reports because of manpower 
shortages. When calls for service pile up, police dispatchers 
are often forced to choose which units should be dispatched 
to which crimes of violence, and in what order of prj.ori ty. 
At such times, obviously, minor thefts or similar complaints 
of crime against property wovld not be given high-priority 
attention. 

In most communities, however, citizens expect and demand 
'immediate police response to any complaint, however minor. 
To fulfill community expectations, many agencies must "stack" 
calls (dispatch calls one at a time as units report completion 
of their last assignment), or "shotgun" calls (assign many 
calls to a single unit). Whatever the procedure, the end re
sult is that police servi~es are delayed and field units oper
ate under enormous pres:5ul (' to handle one call and move on 
quickly to the next. 

Some agencies need the option of handling certain kinds 
of calls by telephone. The Los Angeles Police Department and 
the Dade County, Fla., Department of Public Safety employ 
telephone report procedures successfully and, through this 
policy, have increased the number of fielq units available 
to handle crucial calls during periods of peak activity. 

Arrest warrants have historically been a problem within 
the criminal justice system. Warrants issued by the courts 
are directives to executive branches of government to locate, 
arrest, and bring the person named in the warrant before the 
court. 

A major problem in many States has been the lack of con
solidated warrant information. An individual named in a 
warrant originating in one jurisdiction may not be indexed in 
the warrant files of other intrastate law enforcement agencies, 
even in adjacent States. Much of the problem is a result of. 
the fact that warrants generally do not contain sufficient 
identifying data to be useful to agencies not possessing the 
original complaint information. 1his makes it difficult to 
prove identity at the time an arrest is made. To facilitate 
this identification, police agencies should assume responsibility 
for providing sufficient identificat~Jn information to courts 
issuing arrest warrants. The courts should, in turn, insure 
that the warrant information provided by police agencies is not 
modified to such an extent that vital identifying data is 
missing" 

Although courts direct ar~est warrants to the appropriate 
law enforcement agency in a jurisdiction, the agency then 
bears the responsibility for indexing that warrant information 
in some records system, or notifying other law enforcement 
agencies of its existence. 
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Criminal justice information systems planners should coor
dinate on a statewide basis and make provisions to receive arrest 
warrant information directly from the courts: Shifting warrant 
indexing responsibility from many local enforcement agencies to 
One or several broadly-based indices serving a designated region 
is infinitely more productive. Moreover, .legislation should be 
enacted to insure that warrant status (new warrant issuance or 
warrant revocation) is continually checked for currency and ac
curacy. To facilitate updating the system, every police agency 
using warrant abstracts should notify the issuing agency within 
3 hours of contact or arrest of warrant suspects. 

If certain local prosecutors and enforcement agencies will 
not or cannot afford to pay the cost of returning warrant arrp~+ees 
apprehended by distant agencies, they should ~ave guidelines pro
grammed into the system to inform the arresting agency that they 
simply want to be notified of contact. State governments should 
assist local law enforcement agencies in developing such guide
lines. 

Criminal justice information systems are too expensive to 
be developed independently without serving the interests of an 
entire region or State. Independent systems are inefficient as 
far as warrant service is concerned. Greater information system 
interfacing and strong State coordination are needed to support 
such systems. 

Police record systems were developed when crime was essen
tially a lo~al p?'oblem perpetrated by locally known persons wi th
in narrow geographic boundaries. This view of police record 
systems does not provide for interaction with other record 
systems today. The vastly greater mobility of criminals--as 
of the population in general--has rendered such a parochial view
point obsolete. 

Although much of the information collected by a police 
agency is of interest only to that agency, a need exists for 
interageccy pooling of specific tactical information. These 
data identify wanted a.nd dangerous persons, vehicles, and stolen 
property. Criminals and stolen property move freely throughout 
a multiplicity of jurisdictions, making identification difficult. 
Unless independently operated police information systems can 
communicate with each other quickly, they cannot provide current 
and accurate tactical information. 

ILLINOIS COMMENTARY 

Police reporting is'both an agency and State concern. 
The public sector has a great immediate concern with what local 
and state agencies are doing about crime. Concurrently.the 
police chief executive is vitally interested in the reports his 
officers make for internal operational purposes, i.e., to deter
mine boundaries of patrol beats, the number of personnel to 
assign to an area, etc. 
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The State discharges its obligation to the citizen by 
col,lecting data from all police agencies and making that dil. ta 
available to every agency through the Illinois Law Enforcement 
Agencies Data System. However, the quality, accuracy, and 
usability of police records depend greatly on how the local 
police agencies prepare them. 

Thus, every police agency in Illinois should insure that 
all personnel understand when and.how a report is to be made. 
If upon review deficiencies in this area are found, appropriate 
corrective steps should be taken at once. 

One method to enhance accurate and complete record keep
ing is to utilize clear, easily understandable report forms. 
The Northbrook Illinois Police Department has enhanced its 
record keeping procedures through the development of a somewhat 
unique approach. By designing departmental record keeping -forms 
themselves they are assured of meeting their own particular 
needs. Further, the concept of color-coding is incorporated 
into all departmental forms. In this way the individual officer 
can tell at a glance if he has the appropriate forms with him 

'prior to going on duty.· Clerical personnel are also aided by 
this system because it permits rapid separation and collation 
of all documents. 

The record keeping process can be simplified and man
power hours reduced in certain instances by taking reports over 
the telephone. Of course this practice must be limited to those 
misdemeanors and miscellaneous incidents where no field investi
gation appears necessary and where the efforts of the patrol 
force would otherwise be diverted from higher priority duties. 
One example of the proper type of report to be accepted by 
telephone is that of a caller reporting the theft of a garbage 
can sometime over the weekend. Because of the time elapsed and 
the lack of witnesses or suspects, telephone reporting would 
be acceptable in this instance. 

However, regardless of how seemingly insignificant the 
citizen's report to the police may be, the best policy is to 
still eventually send an officer to the citizen's home to let 
that person know the police are doing something about his call. 
As explained by Wilmette Illinois Police Chief Fred W. Stoecker, 
a lost set of keys or a stolen garbage can may be considered 
just as serious to the citizen concerned as a call to report 
an assault or a murder. Police must provide an element of 
physical involvement even though the report is taken over the 
telephone. 

In Illinois every law enforcement agency is required by 
the State to fill out monthly report forms which are tabulated 
statewide for the State's Uniform Crime Reports (UCR). These 
reports contain information on index crimes and certain mis
demeanors. Until recently the complexity of these forms has 
presented certain drawbacks to their ready acceptance and 
accuracy_ However, in January of 1977 the State revised its 
crime reporting system and has developed a much more simplified 
form. Now the State is allowing those agencies with computer 
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terminals connected to the LEADS system to transmit daily their 
UCR reportable occurrences for the previous day. Then, around 
the first week of each month the State sends a summary computer 
printout of all UCR data reported for the previous month by that 
agency. The State also provides each agency with quarterly 
printout summaries. This new reporting method is well received 
by those involved with the system. 

Records are an essential function "of police operations. 
They may well be the opening wedge to greater understanding 
and improved future operations. Therefore, no police agency can 
ignore its obligation to conscientiously and efficiently pro
vide complete and accurate information to the public, itself, 
and other components of the criminal justice system. 
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ILLINOIS STANDARD 18.2 

BASI GPOLI CE RECORDS 

Every police agency should immediately establish a 
records system that collects accurate crime data and records 
operational activities so crime conditions and the effects 
of agency operations can be systematically evaluated. 

1. Every police agency should develop and maintain a 
"reportable incident file" based on agency needs, that contains 
documentation on all crimes; essential noncriminal incidents 
such as missing persons, lost and found property, suicides, 
and accidental deaths; and, where appropriate, traffic incidents. 

2. The State of Illinois should require every police 
agency to contribute to, and maintain access in, a summary 
dossier file maintained by a designated agency. Summary 
dossier files should contain a fingerprint card, State and Fed
eral individual record sheets, an accurate and up-to-date arrest 
disposition record, photographs, and requests from other agencies 
for notification of arrest. 

NAC COMMENTARY EXCERPTS 

Police information systems are built on a pyramid of many 
different subsystems. Ideally, an information system should 
be structured to allow infi'nite combinations of data that can 
be assembled for a variety of organizational purposes. 

The most fundamental component of any police information 
system is the reportable incident file. Most police agenc~es 
have some form of reportable incident file docume~ting a vast 
array of community situations requiring police attention. These 
files usually consist of an assortment of precinct incident logs, 
field unit activity logs, traffic incident reports, and criminal 
and noncriminal investigative reports. These documents pr6vide 
the primary means of entering line-level operational data into 
the police information system. Every law enforcement agency 
should develop and maintain reportable incident files. 

A'reportable incident file serves' as both an organizational 
funnel and a sieve, controlling the qualityas,well as the 
quantity of data'entering the information system. 

The e~panding nature of the police role has ~roduced a . 
number of different kinds of incident reports. With this growth 
has c6me specialization that has produced record systems who~e' 
bulk and divefsity require huge amount~ of money and organiza-
tional energy to sustain. . 

Police records systems, like communications systems, have 
not received the organizational consideration they deserve. An 
examination of the ~ecord section of almost any police department 
will reveal inadequate physical facilities, clerical staffs with 
little specialized tra~ning, and records storage and duplicating 
equipment strained beyond reasonable limits. 
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As pointed out earlier in this chapter, there is a trend 
in tactical police information systems toward area or statewide 
consolidation. Reportable incidents, however, often include 
voluminous amounts of detailed information not easily assimilated 
into consolidated systems. Certain data dealing with wanted 
persons and stolen property should be abstracted from incident 
reports and included in consolidated tactical data bases. But 
line-level investigative report data and activity logs should 
remain the responsibility of individual law enforcement agencies. 

When basic informati0n contained in reportable incident 
files is incomplete, fragmented, poorly organized, and not readily 
accessible, the organization's performance suffers. Poor record 
keeping makes it difficult for an agency to measure work loads 
and performance levels accurately, allocate resources properly, 
or to project realistic budgets. Basic records such as report
able incident files are not only the "official memory" of an 
organization, but critical tools needed by police managers to 
make decisions governing daily and long range operations. Forty
eight States, the District of Columbia, and the Federal Bureau 
of Investigation maintain summary dossier files of varying form 
and quali ty. 

The primary purpose of these files is to establish posi
tively an offender's identity and ascertain his criminal history, 
if any. However, not all local police agencies forward finger
print cards, records of arrest, and arrest dispositions to cen
tralized State-designated criminal identification agencies. The 
problem is compounded when States fail to forward this information 
to the Identification Pivision of the FBI. As a result, State 
and Federal criminal i/dentification records are far from complete 
or up to date. I 

The apparent key to any reliable criminal justice informa
tion system is that information must be complete and must be 
shared. The high degree of criminal mobility has completely 
outstripped the ability of the law enforcement community to 
keep accurate and accessible identification and criminal history 
records. 

Technical means of establishing an accurate rapid-access 
national summary dossier file are being developed. Such a 
system, however, cannot become a reality without the complete 
support of all the States and close coordination ''it th the Federal 
Government. A good example bf one Federal-State undertaking, 
although admittedly on a much smaller scale, is the National 
Driver Registration Service of the United States Bureau of Public 
Roads. The service collects and stores data on people with sus
pend~d, terminated, or denied driver licenses. It answers in
quiries from alISO States regarding drivers applying for a 
license in one State when there is a suspicion that their li
cense may have been revoked in another. 

A number of rapid-access criminal dossier projects are now 
underway. Prbject SEARCH (System for Electronic Analysis and 
Retrieval of Criminal Histories), an LEAA-funded effort, is one 
such study. Project SEARCH is a multistate effort to d.evelop, 
among other things ,'an online computerized system for the 

- 548 -



interstate exchange of criminal history information. It is 
an ambitious undertaking which has developed a massive I 

reservoir of criminal justice information systems technical 
data. 

But SEARCH has raised as many questions as it has anwered. 
The numerous SEARCH documents have crystallized some of the 
weightier problems facing criminal justice information system 
planners, especially with regard to the development of rapid
access, interstate, criminal history files. Firm agreement 
(in this instance a decision supported by legislative funding) 
has not been reached on the issue of "dedication." That is, 
should criminal justice system records be processed on non
criminal justice system hardware by noncriminal justice system 
personnel? The cost of purchasing and maintaining sophisticated 
computer equipment is enormous. Many State and local govern
ments have set up computer centers shared with many other govern
ment data-processing users. Some police officials, considering 
this a threat to the security and privacy of sensitive and 
confidential criminal records, support dedicated systems, 
where ownership and operation are limited to the criminal 
justice system. 

The issue of how a national criminal history file is to ~ 
be structured also remains unresolved. There are proposals for 
a single national criminal history repository. and for State 
repositories tied together by a sophisticated computer-based 
switching scheme. 

Automated fingerprint classification and facsimile trans
mission technology have improved significantly in recent years, 
but still fall short of minimum practical performance levels, 
In order to provide rapid confirmation of identitiy, a suspect's 
fingerprints must be taken and matched against his previously 
confirmed fingerprints. Arresting agencies must usually make 
this confirmation with a centralized State identification agency 
or the FBI. Slow mail service and time consuming manual classi
fication and search techniques produce a 7 to 10 day delay. 

Project SEARCH, with the cooperation of the Law Enforcement 
Assistance Administration~ the Department of Justice, and many 
State and local criminal justice agencies, will resolve many 
of the present difficulties. 
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ILLINOIS STANDARD 18.3 

1pATARETRIEVAL 

Every police agency should establish a cost-effective, 
compatible information system to collect, store, and retrieve 
information moving through the agency. The use of such a 
system should be directed toward crime reduction without sacri
ficing local autonomy. 

1. Every police agency should have the capability to 
retrieve statewide criminal information and provide it to field 
personnel within 3 minutes of the time requested for noncomputer
ized systems and within 30 seconds for computerized systems. 
This capability should at least include information on: 

a . Individuals who are the sub j ect of an arres t 
warrant for a felony or serious misdemeanor; 

b. Individuals known to have been armed, considered 
dangerous, known to have resisted arrest, or who have 
assaulted peace officers; 

c. Unrecovered stolen vehicles; 
d. Vehicles wanted in connection with the investiga

tion of felonies or serious misdemeanors; 
e. Unrecovered stolen Vehicle Information Number 

plates and serially identified engines and transmis
sions; 

f. Unrecovered stolen or missing license plates; 
g. Serially identified stolen or lost weapons; 
h. Serially numbered stolen property items; and 
i. Missing persons. 

2. Every police agency using, or planning to use, a 
computer-based information system should take immediate steps 
to insure that the primary objective of such a system is 
rapid response to the information needs of field units. Agen
cies developing or operating a computer-based information system 
should immediately identify critical information groups and 
assign priorities to them according to the requirements of the 
system user. Critical information groups should include at 
least: 

a. Information on wanted persons; 
b. Abstract data on criminal convictions, parole 

status, penitentiary releases, and vital criminal record 
information; , , • 

c. Information that forewarns an officer of persons 
~nown to have been armed, and Other potential dangeis; and 

d. Information on stolen property and vehicles. 
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NAG GOMMENTARYEXGERPTS 

Information on wanted or dangerous persons, wanted or 
stolen vehicles, vehicle registration and driver's license data 
and stolen property, constitute the basic components of a tacti
cal police information system. These comparatively new systems 
are computer-based. In addition to having instantaneous and 
virtually unlimited memory banks, individual computers in these 
systems have the ability to communicate with or interrogate 
each other. 

Tactical information systems ar.e important to patrol oper
ations because these systems can accomplish, in a minute or so, 
a series of communications and record tasks that formerly re
quired as much as an hour or more to complete. These electronic 
systems eliminate the need for time-consuming telephone inquiries 
and manual searches of cumbersome fi1in~ systems. And because 
they are "real-time" (new information is added to the file soon 
after the event it documents occurs) and operate on extremely 
large data bases, their efficiency is unparalleled. 

Tactical information systems can electronically centralize 
large quantities of physical data that are dispersed over a wide 
area. They provide a new array of tools for law enforcement. 
Stolen vehicles can be identified before they are stopped. A 
person stopped for questioning will no longer have to wait more 
than an hour for want and warrant checks; that information can 
~ generated in minutes. Above all officers will be safer when 
they can obtain information rapidly about suspects or other per
sons with whom they are dealing. Apprehension rates will be 
raised, preventing criminal fugitives from committing further 
crimes. Available patrol time will also increase due to much 
briefer standby times awaiting the return of information. 

To respond to inquiries within 3 minutes, agencies must 
insure exce1le.nt communications with field units. A computer
based system can retrieve information in far less than 30 
seconds. The delay is caused by the link between communication 
centers and field units. 

Developments in high-speed mobile digital transmission 
teleprinters and visual display devices permit direct car-to
computer links. The problem is cost; present vehicle-borne 
units cost almost as much as the automobile in which they are 
installed. 

The responsibility for developing these expensive systems 
should stay where it is--with the larger metropolitan agencies 
and State governments. Smaller agencies will then only need 
to establish radio and telecommunication links with the larger 
agencies in order to participate. But it is vital that all 
agencies contribute information to the data base. 

The data processing requi~ements of police are enormous, 
and many departments have an immediate need to upgrade their 
information systems. Some police administrators feel that 
case files, fingerprint files, or criminal histories should be 
their priority automation target. Others emphasize sophisticated 
manpower resource allocation systems and much needed batch
processed management and statistical information systems. 
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Most police chief executives have, however, moved toward 
th~ development of on-line, real-time police information systems 
that serve line operational needs .. The standard is intended 
to reinforce this view and has identified four critic~l in
formation groups (wanted persons, criminal history abstracts, 
dangerous persons, and stolen property and vehicles) that 
deserve priority attention. Other computerized infOrmation 
system needs should be addressed only after these primary 
critical information group needs have been met. 

Of course, not every file listed in the standard should 
be developed separately by each agency. That would cause un
necessary duplication. However, every agency developing or 
operating a computer system should insure that where files 
are not included in its own system--for example, stolen property 
and vehicles--it has access to a criminal justice information 
system in the area or State that does. 

, Just as intraorganization advisory groups have become 
more prominent in other aspects of police work, advisory user 
groups can be of valuable assistance to the law enforcement 
chief executive in developing and managing a police information 
system. They can identify major problem areas before problems 
arise, thus providing lead time to find solutions. They can 
identify user requirements and help place them in perspective. 
Advisers can also suggest methods for the orderly integration 
of existing and proposed information subsystems into one police 
information system. 

Cross-fertilization and team effort will vitalize a police 
information system. When information system managers explain 
their goals, problems, and limitations candidly--when they in
vi te total agency paJ('ticipation, show what an information system 
can do, and solicit suggestions--they are helping to insure the 
best use of any efficient system. 

The project SEARCH Policy Committee and the Michigan 
State Police Law Enforcement Information Network (LEIN) Advisory 
Group are illustrative of the cross-fertilization process. , 
While many law enforcement agencies create advisory groups to 
assist with the initial design and implementation of automated 
police information systems, few retain them as an advisory user 
group resource on a continuing basis. The result can be the 
short sighted streSSing of technical and administrative needs 
at the expense of the needs of the operational user in the field. 
POlice chief executives and information systems managers should 
draw on the talents of engineers, technicians, managers, and, 
most importantly, product users. 

ILLINOIS COMMENTARY 

The Standatds and Goals Committee's discussion of data 
retrieval centered on two basic concerns. The first and fore
most concern was the need to get information to the officer in 
the field as rapidly as possible. Many routine police-citizen 
contacts, as all police know, may result(in unsuspected injury 
or even death to the officer. A police officer has no way of 
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knowing whether the vehicle he stops has just been stolen or 
whether the individual he comes into contact with is in fact 
a fleeing felon. Only with an information system link to auto
mated data retrieval system capable of providing information 
within seconds, or a few minutes, at the most, can the police 
officer be adequately protected. Examples of two such systems 
presently exist in Illinois. On the State level there is the 
Law Enforcement Agency Data System (LEADS) which can send out 
information within 20 seconds. The national level has the 
National Grime Information Center (NCIC) which can usually have 
information out within several seconds. This system is connected 
to a computer base data system which can be received on a com
puter terminal loca.ted in a police communication center. 

Police practitioners representing rural Illinois cited 
the fact that in many rural counties there presently does not 
exist a system with these capabilities. In order for implemen
tation of such a system to become a reality in these areas, 
mutual agreements between small agencies and larger agencies 
possessing this capabili ty will be necessary. Such mutual agree
ments will insure that rural law enforcement officers are not 
at a disadvantage or that their safety is not unnecessarily 
endangered when coming into contact with the public. 

The second important concern .. among Committee members was 
the question surrounding the immediate reporting of missing 
persons into the statewide infor.mation system. While the NAC 
standard statement did address several capabilities, the Com
mittee felt the informational system should also include a pro
vision for entry into the system of data pertaining to missing 
persons. The Committee was in disagreement with the existing 
regulation prohibiting entry of missing persons into the state
wide data system for 24 hours. Often the nature of circum
stances surrounding the disappearance of individuals makes 
entry of this information prior to the 24-hour waiting period 
beneficial to the rapid location of the missing person and his 
enhanced safety. 

With the addition of a missing persons statement, it was 
the concensus of the Committee that the Illinois concerns 
surrounding data retrieval were adequately orientated. 
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ILLINOIS STANDARD 18 . 4 

POLICE TELECOMMUNICATIONS 

Every agency should coordinate its information system 
with those of other local, regional, State, and Federal law 
enforcement agencies to facilitate the exchange of information. 

1. Every police agency should develop and maintain im
mediate access to existing local, State, and Federal law en
forcement telecommunications networks. 

2. Every full-time communications center should utilize 
a basic telecommunications terminal capable of transmitting 
to and receiving from established national, State and local 
criminal justice information systems. The telecommunications 
network should provide network switching compatible with 
computer-based information systems. 

3. Every full~time communications center should install 
or have immediate access to facsimile transmission equipment 
to facilitate the detection, apprehension and detention of 
fugitives. 

NAC COMMENTARY EXCERPTS 

One of the major trends in law enforcement today is the 
development of generally in ~pendent computer-based information 
and communications systems. If this trend continues, many 
police agencies will find themselves caught in what UNIVACts 
Claud Smith termed, in 1969, "a maze of uncoordinated and in
dependent networks which will preclude the availability and 
transmission of criminal information at the levels of efficiency 
that are a ttainab Ie today. 11 

Smith blamed local governments for blind insistence on 
autonomy in all phases of law enforcement: "A basic obstacle 
to effective police action at the national, State, and local 
levels lies in the decentralization of huge volumes of valuable 
police information in local manual files and the impossibili ty 
of making such information available to other agencies which 
have a need for it." 

The problem of cumbersome manual files is being alleviated 
in part by the emergence of law enforcement information re-
trieval and data transmission systems. Almost every major 
police department in the country is either operating or develop
ing such a system. The greatest difficulty is that few of these 
systems are tied together by means of telecommunications network. 
Moreover, fe,,; of the thotls ands of surrounding, smaller la\'1 
enforcement agencies have developed interfaces with these agencies. 
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The demand for p6lice telecommunications systems is gen
erated by the multiplicity of overlapping local, State, and 
Federal law enforcement jurisdictions and situations requiring 
police action across political boundaries. Information is con
veyed by the Ullited States Postal Service, messengers, conveyor 
belts, pneumatic tubes, tel~phone wires, cables, and microwave 
systems. There are advantagas and disadvantages in speed, cost, 
and effectiveness to each of these methods. The facts remain: 
law enforcement needs a communications network that will 
facilitate rapid and massive movement of information, and such 
a system will be very expensive. 

Although a number of telecommunications networks are in 
operation, such as the FBI's NCIC (National Crime Information 
Center), no single network provides interfacing for all law 
enforcement agencies. 

Unfortunately, many agencies have failed to develop inter
connections with the closest existing local or State telecom
munications networks. Most small agencies are now in a positi.on 
to tie in with the nearest information data retrieval network 
by simply installing the appropriate data terminal. Agencies 
without such a terminal should at least develop radio and tele
phone links with an agency having one. 

A full~time communications center is one that is staffed 
24 hours a ,day by trained personnel manning two-way radios. 
Agencies employing 15 or more persons are usually large enough 
to fi.eld an around-the-clock patrol force. Most departments 
of this size either maintain their own communications center or 
pool their resources with other jurisdictions and create area
wide communications centers. 

Whatever the arrangement, these agencies should develop 
hard terminal interfaces with the closest appropriate computer
ized law enforcement information retrieval and data transmis
sion system. Rural and small town'police and sheriff agencies 
deserve as much protection and assistance from a police in
formation system as do police in metropolitan areas. 

Any information system, if it is to be successful, re
quires the active participation of all law enforcement agencies 
in the system area. Agencies should strive to participate 
immediately by acquiring the equipment compatible with the 
emerging area information system and agency needs. 

ILLINOIS CO~WENTARY 

The Standards and GIJals Committee was in basic agreement 
with the NAC police telecommunications standard. Hm'i'ever, they 
did feel the necessity to address the need for widespread avail
ability by facsimilie transmission equipment in Illinois to 
facilitate the detection, apprehension, and detention of fugi
tives. 

Few police agencies in Illinois are able to install such 
equipment because of the expense involved and the need for 
additional manpower. However~ one Illinois police agency--the 
Wilmette Police Department--has utilized an approach that 
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alleviates the costly problems involved in obtaining an in
formation system. This approach is described hclow as a guide 
for other Illinois police agencies. 

The Wilmette Police Department has in its communications 
center, a Law Enforcement Agencys Data System (LEADS) computer 
terminal. Its cost and maintenance are shared by five other 
surrounding communities. Mlen one of the group's members 
needs information, they radio the Wilmette Police Department 
where an officer feeds the information given to him over the 
radio into the computer. Wi thin the next few seconds infor
mation about the suspect appears on a screen. This information 
is then radioed to the caller. The system not only is capable 
of retrieving information within the State of Illinois but also, 
through a link with the National Crime Information Cent~r, can 
obtain information from anywhere in the country. The versatility 
of the computer has enabled the Wilmette Police Department to 
begin pT~ceedings for utilizing the computer ?5 a management 
tool fo ... planning. Its most recent use is to assist in plan
ning patrol beats. According to Captain Witt and Chief Stoeck~~ 
of the Wilmette Police Department, the system is well worth it~ 
cost. 

Every police agency in Illinois should take steps to in
stall or have available to their departments a facsimile trans
mission system. A program of mutual participation such as that 
described above has obvious benefits. In addition to the sig~ 
nificant reduction in cost and manpower, a shared transmission 
system enhances valuable interdepartmental exchange of infor
mation which would not be possible if the system were utilized 
independently. 
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CHAPTER 19 
THE POLICE CHIEF EXECUTIVE 





INTRODUCTION TO POLICE CHIEF EXECUTIVE STANDARDS 

Shortly after the Standards and Goals Committee began 
their deliberations, a document entitled "The Police Chief 
Executive Report" became available through the U. S. Government 
Printing Office. The report was the work of the Police Chief 
Executive Committee of the International Association of Chiefs 
of Police which was made possible through funding by the Law 
Enforcement Assistance Administration. 

In his preface to the Report, the Chairman of the Police 
Chief Executive Committee, Chief Edward M. Davis of the Los 
Angeles, California Police Department, clearly set forth the 
purpose and scope of the report: 

Leadership so vitally needed for the law enforcement 
profession camiot be effectively provided under con
ditions present in many villages, cities, counties, 
and States of America. During the last several years, 
this has been the concern of a great many police 
chiefs, sheriffs, and heads of Stat~ police agencies, 
including my colleagues in the International Associa
tion of Chiefs of Police. The job of the police chief 
executive is becoming more complex and more demanding, 
while resources to do the police job are becoming more 
closely scrutinized. New problems are emerging that 
have never before confronted police chief executives. 
The issue of crime continues to be a dreadful burden 
on Americans everywhere. To cope with these problems, 
effective leadership of police agencies must be pro
vided, and effective police leaders must be allowed 
to function. 

In 1972, as Chairman of the Task Force on Police of 
the National Advisory Commission on Criminal Justice 
Standards and Goals, I was afforded the opportunity 
to direct a nationwide effort to develop standards 
for my profession. It was apparent that the accomp
lishment of the resulting standards set in the 
Police report would depend largely upon the individual 
leadership skills of those police chief executives who 
direct the thousands of police agencies across the 
United States. 

The president and board of officers of the International 
Association of Chiefs of Police also recognized this 
need and a committee was appointed to examine the prob
lems confronting police chief executives. 

The Police Chief Executive Project, funded by the Law 
Enforcement Assistance Administration, conducted an 
exhaustive yearlong study into the critical role 
played by police chief executives. The study wa.s 
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conducted under the .auspices of the International Asso
ciation of Chiefs of Police (IACP) by the Police Chief 
Executive Committee. 

The Committee comprised eight chiefs of police from 
the United States and Canada, two sheriffs, one active 
and one former head of a State police agency, a Deputy 
Associate Director of the Federal Bureau of Investi
gation; a noted management authority, a Superior Court 
judge, the current president of IACP, and two past 
presidents of IACP. Each member contributed from his 
extensi ve background to the shaping of the 18 standards 
contained in this Report. Each of the standards and 
their related commentaries was painstakingly reyiewed 
by thC:t_~ c.ommitte~, and the impact upon the various 
types and sizes of police agencies was carefully dis
cussed. 

These stan,lards and related commentaries are meant for 
the generation of police chief executives who are 
presently leading our Nation's police agencies and for 
the generations to corne. They are also meant for the 
Governors, mayors, city managers, other civic leaders, 
and interested citizens who desire a more extensi~e 
knowledge of the role of our Nation's police chief 
executive. 

A critical issue that these standards address, and 
the one that our States and communities must also 
address, is the excessive turnover of our police chief 
executives. The reJatively short tenure of police chief 
executives reduces the opportunity to develop andimple
ment effective programs to reduce crime. The Committee 
developed standards meant to assist in the careful 
s~lection of competent police leadership, and to re
tain in office qualified police chief executives to 
permit the implementation of crime-reducing programs. 

The members of the Police Chief Executive Committee 
supplemented thei r experience and expertise wi th the results 
of a highly professional survey conducted by their Project 
Staff. Questionnaires soliciting opinions on th, issues of 
selection and retention of police chief executives were 
distributed to more than 2,500 heads of law enforcement 
agencies throughout the United States and to more than 1,250 
superiors of nonelected police chief executives. Supplemental 
questionnaires and. persopalinterviews were also utilized in 
gathering and validating the data. 

Significantly, analysis of the survey data as set forth 
in the Report showed a high level of concurrence between police 
chief executives ,and their immediate superiors on the elements 
essential to the effective selection and retention of qualified 
police chief executives. 
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The Standards and Goals Committee reviewed the Police 
Chief Executive Report to eval ua( .. \!: its applicabili ty to con
temporary law enforcement needs ih Illinois. The validity of 
the Standards contained in the Report is attested to by the 
decision of the Committee to include 15 of the 18 Standa.rds, 
either in original or slightly modified form, in this report 
of recommended Standards for Illinois. 

The discussion points, opinions, and conclusions arti
culated by the Committee members in reviewing the Police Chief 
Executive Report were clearly in concert with the opinions and 
conclusions set forth in the commentaries of the Report. Con~ 
sequently, extensive duplication of those commentaries was 
avoided and only brief summary statements from the Report are 
included in this docum~nt. 

The reader, therefore, is strongly urged to read The 
Police Chief Executive Report in its entirety to insure a clear 
understanding of the positive impact the implementation of these 
Standards and Recommendations can have on law enforcement in 
the State of Illinois. As noted, the Report is available at 
nominal cost from the U. S. Government Printing Office. 

It would not be inappropriate to suggest that Illinois 
police chief executives and their immediate superiors utilize 
the Report and this document as functional guides whenever they 
address issues relating to the selection or retention of police 
chief executives. 

Early consideration and implementation of the Standards 
and Recommendations in this Section can result in major im
provements in the delivery of police service to the citizens 
of Illinois by insuring the retention of qualified police chief 
executives and more reasonably assuring the selection of quali
fied candidates for new appointments. 
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ILLINOIS RECO~ThmNDATION 19.1 

PRESELECTION ASSESSMENT OF THE AGENCY 

Every appointing authority, prior to selecting a police 
chief executive, should assess the internal and external 
strengths, weaknesses, and needs of the police agency to deter
mine agency requirements for the police chief executive posi
tion. The assessment will permit the selection of a police 
chief executive whose qualifications most nearly fit the needs 
of the agency. This assessment should examine: the general 
efficiency of the agency, its use of resources to achieve 
organizational goals, and the relationships among personnel 
within the agency and between agency personnel and the com
munity served. 

Every appointing authority should assess the agency 
before the police chief executive position becomes vacant. 
If the position becomes vacant before the assessment is made) 
the assessment should be conducted without delay. 

Every assessment should be conducted by either the appoint
ing authority, a unit of local government, another governmental 
agency, or by outside professional consultants. 

IACP COMMENTARY 

The most important step in the selection process frequently 
is overlooked because most communities and their civic leaders 
rely on traditional selection processes. This important step 
should be the systematic, objective assessment of the police 
agency and the level of service it provides to the community. 
This assessment sets the groundwork for all subsequent selec
tion process decisions. The assessment may be conducted by 
persons within the local jurisdiction or by consultants from 
outside the jurisdiction. No matter who conducts the assess
ment, by seeking to identify the strengths and. weaknesses of 
an agency, the public's perception of local police service, 
or problems that affect the agency, civic leaders will get an 
insight into the needs of their local police and their c,ommunity. 
Once the specific needs are recognized, the community <:an 
identify the specific police leadership quali ties necessary to 
meet those needs. 

ILLINOIS COMMENTARY / 

It should be noted that the Standards and Goals Committee 
adopted this statement as a Recommendation rather than a 
Standard to emphasize that its implementation is a function of 
the appointing authority. 
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ILLINOIS STANDARD 19.2 

EVALUATION CRITERIA FOR SELECTION OF POLICE CHIEF EXECUTIVES 

Every appointing authority and others involved in the 
police chief executive selection process should use objective 
and relevant criteria to evaluate candidates fairly for the 
position of police chief executive. 

Every appointing authority should consider only those 
candidates who possess these qualities: personal integrity, 
honesty, leadership abili ty, good judgment, and common sense. 

Every appointing authority should determine additional 
personal characteristics that are the most important traits 
for the head of an agency to possess. The appointing authority 
should consider such quali ties as flexibili ty and openminded
h0SS, alertLass and intelligence, patience and self-control, 
energy and initiative, and courage and self-confidence. 

Every appointing authority should evaluate a police 
chief executive candidate's potential for future performance. 
This evaluation should include, but not be limited to, an 
assessement of fie ld and command experience wi thin law enforce
ment, education, law enforcement and management training, and 
professional reputation. The appointing authority also shOUld 
consider the candidate'S personality, personal appearance, 
and physical fitness. 

Every appointing authority should evaluate the candidate's 
past performance. Most importantly, the candidate should have 
demonstrated ability to provide ~ffective leadership, to per
ceive and define problems, and to obtain desired results through 
his management efforts. Criteria to evaluate past performance 
include the candidate's demonstrated ability to: motivate per
sonnel; develop subordinates into effective teams; relate to 
the community; organize personnel and their functions effectively; 
administer internal discipline; and establish and communicate 
objectives and priorities. 

IACP COMMENTARY 

The appointment or election of a police chief executive 
usually alerts more public concern than does the selection of 
nearly any other public official. Because this selection is 
particularly important to the public and because qualities 
necessary for effective police leadership are unique and com
plex, evaluation criteria were researched extensively during 
this study. It was hoped that the survey data would reveal 
the opinions of police chief executives and their superiors 
about the kinds of education, experience, management skillS, 
and personal traits that produce the most effective police 
leadership. Significant agreement on a great many issues 
strengthened many of the recommendations contained in this 
Standard. 
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ILLINOIS STANDARD 19.3 

MINIMUM QUALIFICATIONS FOR FUTURE POLICE CHIEF EXECUTIVES 

Every appointing authority should establish minimum 
qualifications for future police chief executives of State, 
county, and municipal police agencies within Illinois. Min
imum qualifications should be adopted for elective as well 
as nonelective police chief executive positions, and for the 
chief executives in police agencies of every size. Minimum 
qualifications established for the selection of future police 
chief executives should not apply retroactively to incumbent 
police chie f executives. . 

Minimum qualifications for the police chief executive 
position will vary with the type and complexity of the police 
agency. Agency size, as an indicator of agency complexity, 
may be used to differentiate required qualifications. 

Every appointing authority should consider these quali
fication factors~ 

1. Experience. Every appointing authority should require 
tha.t new police chief executives have a minimum number. of years 
of law enforcement experience including some basic field ex
perience and command or supervisory experience within law en
forcement. Experience requirements should vary with the size 
and type of the agency. 

2. Training. Every appointing authori ty should es tab 1ish 
mi~imum supervisory and management training requirements for 
new police chief executives. Training requirements should 
vary with the size and type of the agency. 

3. Education. Every appointing authority should recognize 
that new police chief executives appointed after 1984 have 
at least a baccalaureate degree from an accredited college 
or university. An applicant with a documented history of 
successful police administration may be considered to be in 
compliance with this requirement. 

IACP COMtvlENTARY 

It was the overwhelming consensus of police chief execu~ 
tives and their immediate superiors surveyed for this Report 
that minimum qualifications should be established for candi
dates seeking police chief executive positions. This Standard 
outlines the qualifications that police chief executives and 
their superiors believe police leaders shOUld demonstrate. 
Local jurisdictions are encourag~d to require additi0n~1 achieve
ment above the recommended minimums whenever such reqLirements 
can be justjfied. Mandatory minimum qualifications for police 
chief executive positions are recommended with the hope that 
the police profession can work toward a uniformly high quality 
of police leadership throughout the State of Illinois. 
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ILLINOIS COMMENTARY 

The section of thi5 Standard eliciting the most discus
sion was the section relating to the requirement of a bacca
laureate degree for all new police chief executives appointed 
after 1984. Some of the points and conclusion~ which sur~ 
faced during the discussion were: 

1. There is and needs to be a significant difference 
between the qualifications for a recruit officer and a new 
police chief executive. 

2. The Illinois police chief executive survey indicated 
that the average police chief executive in Illinois had 2 or 
more years of college in 1976. 

3. The lack of reliable standards for evaluation of 
degrees by title prevents using degree titles in a Standard. 

4. Subordinates and othln aspi ring police chief exe cu
ti ve candidates should be able to easily comply wi th the 
educational minimums of this Standard by January 1, 1985. 

A clear consensus that this Standard could and should 
be implemented throughout Illinois resulted from the Committee's 
discussion. 
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ILLINOIS STANDARD 19.4 

INTERNAL AND EXTERNAL SELECTION ALTERNATIVES 
I 

Every appointing authority should ensure that the best 
possible candidate is selected a~ police chief executive. 
The appointing authority first should consider selecting can
didates from within the agency. 

In de ci ding whethe r the s e Ie ction proces s should include 
candidates from outside as well as from inside the agency, the 
appointing authority should assess the requirements of the 
agency, the quality of management resources available within 
the egency, the effect of prior agency relationships on in
ternal candidates, and the need for infusion of new concepts 
into the agency. The appointing authority should evaluate 
the impact of selecting a candidate from outside the agency 
on: the morale of agency personnel, community acceptance of 
the police chief executive; and pension benefits for the police 
chief executive. 

IACP COMMENTARY 

Perhaps one of the most ~ifficult decisions that a selec
tion authority must make is whether to consider candidates frnm 
outside the agency as well as from within. Few agencies are 
restricted to c?nsideration of inside candidates only, but some 
jurisdictions do have civil service rules or other statutes 
that limit the choice of candidates to persons within the agency. 
If this choice is not legally restricted, sel~ction authorities 
are urged to assess the needs and status of their agency care
fully before restricting applications for a posit~on to only 
internal or external candidates. That assessment must consider 
the impact on agency morale that an external selection might 
have and the possible consequences of restricting the selection 
to internal candidates only. Other factors will also affect 
the selection authority's decision, the most important of '''hich 
is whether or not qualified candidates have been developed by 
and within the agency. If this has been done, the need to 
look outside is reduced considerably, perhaps entirely. If 
internal candidates are not available, the selection authori ty 
would be doing the community a grave injustice by failing to 
expand the search beyond the jurisdiction!3 agency. 
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ILLINOIS STANDARD 19.5 

SELECTION PROCESSES FOR NONELECTED POLICE CHIEF EXECUTIVES 

Every appointing authority should employ a formal selec
tion process to evaluate fairly all qualified candidates for 
the police chief executive position and to ensure that the 
selection decision is based on merit. The process must uti
lize valid evaluation criteria that permit selection of the 
candidate who is personally and professionally best qualified 
for the police chief executive position. 

As a minimum, every formal selection process should in
clude a written application or resume, an extensive oral inter
view, a comprehensive background investigation, a psychological 
evaluation, and an evaluation of performance in recently held 
positions. 

Police chief executives should not be selected solely on 
the basis of seniority without a determination of merit. Selec
tion solely on the basis of seniority is not professionally 
acceptable. 

The formal selection process should not give exclusive 
evaluation authority to one individual. Eligible candidates 
should be evaluated by a qualified selection board. The 
immediate superior of the agency's police chief executive should 
make the selection decision from among the qualified candidates 
recommended by the selection board. 

The selection decision of the immediate superior should 
be confirmed by a higher authority or legislative body. 

IACP COMMENTARY 

ManY,varieties of police chief executive selection pro
cesses are in use throughout the Nation, but they usually fall 
into three or four general categories: political appointment, 
competitive civil service examination, appointment by non
political boards or individuals without a civil-service type 
examination, and some form of seniority system. Although there 
was no general agreement about the best selection method, 
almost 100 perCE:.~lt of both police chief executives and thei r 
superiors agreed that a formal selection process should be used. 
The elements of that process most frequently suggested by both 
groups are discussed in this Standard. 

ILLINOIS COMMENTARY 

Of particular concern is the background of selection 
board members and their capacity for evaluating police chief 
executive candidates. 
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IACP COMMENTARY 

Selection boards should. be made up of individuals who 
possess a degree of training and experience that will allow 
them to evaluate the abilities of police chief executive can
didates perceptively. Not only should they be able to give 
an objective, critical appraisal of each candidate, but they 
should have an insight into the nature and demands of the par
ticular police chief executive position. This will facilitate 
the selection board' s ability to identify the most qualified 
candidates from the field of applicants. 
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ILLINOIS STANDARD 19.6 

A CLEAR AND MUTUAL UNDERSTANDING 

Every police chief executive candidate who is judged most 
qualified and every potential immediate superior, as part of 
the final phase of the selection process, should reach a clear 
and mutual unders tanding of each othe,r' s respons ibili ties, 
priorities, and enforceronnt philosophies relating to police 
agency operations. 

_ Police chief executives and superiors must define, where 
not delineated by law, the police chief executive's powers, 
authority, and accountability. Every superior and police chief 
executive must agree that the police chief executive always 
must retain the power. to act in the best interest of public 
safety. The police chief executive's command and decision~ 
making authority including his role in the selection, promotion, 
discipline, and termination of police personnel must be dis
cussed. Where these powers are defined by law, the interpre
tation and understanding of the actual application of these 
laws as they relate to the police chief executive's role should 
be discussed and mutually understood. 

Police chief lexecutives and their superiors must under
stand and agree in that understanding that both must be com
mitted to the fair and impartial enforcement of the law and 
to the maintainance of professional standards of ethics and 
integrity. Police executives and their superiors should dis
cuss and generally agree on enforcement priorities as per
ceived by the community, the superior, and the new police chief 
executi ve. 

Police chief executive designates and their superiors 
should discuss othey important and speci fic matters such as: 
salaries and benefits, working hours, method and frequency of 
reporting to the superior, assessment of performance, and in
volvement in civic and professional organizations. 

If the police chief executive designate's superior re
quests that new goals and programs be implemented or that sig
nificant modifications in agency operations be attained, a 
commitment of resources and a reasonable time period within 
which to obtain results must be granted to the new police chief 
executive. 

IACP COMMENTARY 

At the conclusion of the selection process, prospective 
police chief executives and their future superior or superiors 
usually have an opportunity to meet and discuss each other's 
responsibilities, priorities, and enforcement philosophies. 
At th~.s point, future police chief executives should define 
and establish the role that the superiors will play in the 
operation of the police agency, and superiors should determine 
how the candidate views the police chief executive position 
within the jurisdiction's governmental structure. Reaching an 
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understanding on such issues as authority over administration 
of discipline, personnel matters, and implementation of agency 
goals and objectives is a critical final step in the selection 
process. Failure to reach a clear and mutual understanding 
on important matters affecting both parties could create a 
strained or confused relationship and seriously could hamper 
development of programs that both may earnestly desire. 
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ILLINOIS STANDARD 19.7 

ASSESSMENT BY POLICE CHIEF EXECUTIVES 

bvery new police chief executive should survey the police 
service needs of the community and the ability of the police 
agency to meet those needs. To this end, new police chief ex
ecutives immediately should initiate assessments of: 

The community to ascertain its needs and its attitudes 
and opinions on issues that affect public safety; 

The local governmental and political systems that affect 
the police agency to ascertain their degree of support for the 
police agency; 

The police agency itself to reveal its strengths and 
weaknesses including personnel attitudes, agency policies, 
procedures, practices, and resources; 

The agency's relationship with neighboring police agencies 
to identify the need for and feasibility of mutual agreements; 
and 

. The criminal justice system to reveal the nature of the 
adency·s relationship with all other criminal justice agencies. 

IACP COMMENTARY 

During the first weeks of the appointment or if possible 
before, new police chief executives can make the most impartial 
and objective assessment of the internal and external condition 
of the agencies they are about to head. Whether promoted from 
inside the agency or coming from outside, new police chief 
e~ecutives need to have a good picture of the total environment 
in which they and the agencies they lead must operate. Having 
perceived the strengths and weaknesses of the agency, new police 
chief executives should be in a better position to direct their 
resources to the true needs of their agency and community. 

REFERENCES 

1. Administration Sub-Committee Meeting, May 13, 1977, 
Winnetka, Illinois. 

2. Standards and Goa~s Committee Meeting, July 14, 1977, 
COllinsville, Illinois. 

3. Police Chief Executive Committee of the International 
Association of Chiefs of Police, The Police Chief 
Executive Report, Superintendent of Documents, 
U. S. Government Printing Office, Washington, D.C., 
1976. 

- 575 -



- 576·-



ILLINOIS STANDARD 19.8 

MANAGEMENT TEAMS 

Every police chief executive should faster an environment 
in which the executive and the immediate subordinates can 
develop cooperatively into a coordinated management team. Every 
police chief executive, in order to maintain Bn effective team 
of top-level police managers, should establish open communica~ 
tions. The police chief executive should encourage every member 
of the management team to participate actively in executive 
decisionmaking and policy-setting. Every police chief execu
tive should retain the authority to affirm agency policies and 
executive decisions. 

Every police chief executive should ensure that each per
son responsible for making management decisions possesses the 
highest level of competence and unquestionable integrity. Im
mediate subordinates of the police chief executive should be 
persons in whom confidence can be placed to conduct agency 
affairs in accordance with established management philosophies 
and policies. 

Personnel who make top-level management decisions should 
be placed within the organization where they can readily keep 
the police chief executive informed of the status of the agency 
affairs, and enable the police chief executive to influcence 
any decision making process to the extent deemed necessary. 

Every police chief executive should have the authority to 
re-assign a member of the management team who does not perform 
adequately and who cannot be developed properly. 

IACP COMMENTARY 

Except in the smallest police agenices, a police chief 
executive will have subordinate command and supervisory per
sonnel who will be asked to make management decisions at one 
time or another. The agency's leadership will not be in the 
hands of only one person. How police chief executives organize 
and develop their subordinates is most ,critical to the success 
of agency programs. Management team and participative manage
ment concepts may be 'applied with great success to the decision
making and internal communications processes within police 
agencies. 

The police chief executive, as leader of the top-manage
ment team, must establish open communications with and among 
all team members. Systematic and continuous communications 
are vital. Each team member, in order to be effective, should 

'be able to operate with maximum autonomy within his own sphere. 
Such autonomy must be in the best interests of team effort and 
of the agency, particularly if each team member makes every 
effort to keep the leader and other members fully informed. 

De.lega ting high -leve 1 adminis tra ti ve', authority to top
management team members does not unde",\mine the police chief 
executive's position~ It has the opp65ite effect. The police 
chief executive's administrative capacity is strengthened 
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because the agency's "administrative personali ty" is broadened 
to encompass the diverse characteristics required by top-manage
ment tasks. 

Although autocratic rule must give way for a top-management 
team to be effective, authority to affirm agency policies and 
executive decisions should be retained by the police chief 
executive. As Peter Drucker put it: 

.A top-managment team is not a committee. It is a team. 
A team needs a captain. The team captain is not the 
"boss"; he is a "leader" ... But there has to be a team 
captain. And in times of extreme crises he has to be 
willing and able--and has to have the legal power--to 
take over. In times of common peril there ha~ to be 
unity of command. 
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ILLINOIS STANDARD 19.9 

EARLY 'IDENTIFICATION OF POLICE AGENCY PROBLEMS 

Every police chief executive should establish various 
means to learn personally of agency problems, recognizing that 
early identification of problems permits the early application 
of solutions. 

Every police chief executive shOUld use a variety of 
methods involving agency personnel and persons outside the 
agency to learn of the current conditions within the agency. 
When current conditions fail to achieve or fail to progress 
toward achieving agency expectations, resultant agency problems 
can be identified. Agency expectations include objectives, 
priorities, and other formal and informal agency standards. 

Every police chief executive should resolVe as quickly 
as reasonably possible the differences between expectations 
and existing conditions. 

IACP COMMENTARY 

The early identification of internal problems is one of 
the hallmarks of successful police operations. No poliee 
agency, regardless of its size or scope of operations) can 
function effectively if problem areas are left unattended. With
out methods of swift detection, problems can grow to such pro
portions that by the time they become evident to persons out
side the agency, serious damage has been done to the agency, 
and the position of the police chief executive has been placed 
in jeopardy. Administrators who do not solve small problems as 
they arise must spend their time solving the big problems that 
result. 

Police chief executives and their subordinates vary in 
their ability to identify and selve preble'ms effectively. 
Some chiefs are able to get quickly to the heart of a problem 
and apply effective solutions. Others recognize critical prob
lems but aTe unable to solve them. Still others may not re-' 
cognize even the most serious problems. 

In order to solve a problem effectively, one must first 
recogni2e that a problem is developing or does exist. Problem 
identification requires an awareness of existing conditions. 
Every police chief executive should use various methods to 
determine the status of existing conditions including: formal 
meetings with high-ranking personnel, meeting with low-ranking 
personnel, meetings with representative personne~ of many or 
all ranks, informal contact with officers of all ranks, and an 
open door policy. Additional methods that have been effective 
include communicating with the public and monitoring the news. 
Some of the most effective methods are: review of personnel 
grievances, review of management reports, review of complaints 
against agency personnel, and inspections. 
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The seriousness of identified problems may depend on 
how far apart actual conditions are from agency expectations, 
as well as on the impact these problems may have on agency 
objectives. Problems that seem serious to a police chief 
may not seem serious to the city manager. The difference may 
exist because the expectations of his immediate superior are 
at variance with those of the police chief. 

Police chief executives have overall responsibility for 
all aspects of police agency operation. In fulfilling that 
responsibility, they need to examine methods critically that 
will help them acquire information to learn of factual con
ditions within the agency. Learning of conditions would per
mit them to apply measurement techniques in testing the pos
sible gap between agency objectives and the real world. 
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Police chief executives must also be responsive to the 
lawful administrative authority of their superiors, and they 
must be granted enough independence to administer their agencies 
properly. The balance of independence and responsiveness is 
delicate, but if police service is to be effective, these two 
elements must be balanced 

Partisan interfere ce and pressure also may affect the 
leadership of an agency. Effectiveness of police operations 
requires that the police chief executive and the police agency 
be insulated from political, partisan, or special-interest 
influence or manipulation. 
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ILLINOIS STANDARD 19.11 

INTERACTIONS WITHIN THE CRIMINAL JUSTICE SYSTEM 

Every police chief executive should interact personally 
with the heads or representatives of all criminal' justice 
agencies that have jurisdiction in common with the police agency. 
The purpose of these interactions should be to ensure that 
agency policy is consistent with criminal justice system ob
jectives. 

Every police chief executive should cause his subordinate 
personnel to establish contacts with officials within other 
criminal justice agencies. The purpose of these contacts should 
be to establish mutual understanding of the total criminal 
justice process and to ensure cooperation with practitioners in 
other agencies. 

Every police chief executive should establish and maintain 
close working relationships between the police agency and other 
agencies in the criminal justice system. Such relationships may 
be initiated and maintained through frequent meetings, joint 
training seminars, and institutes. 

IACP COMMENTARY 

Police chief executives have an important place in the 
development of an effective, cohesive criminal justice system. 
For too long, the police have seen themselves as separate from 
the total criminal justice system--as having no influence on 
th.e other criminal justice system processes . .' 'It should be e'v<;lry 
police chief executive's goal to open and maintain communications 
among the various criminal justice system practitioners, and 
to develop effectjve relationships between the various groups. 
Police chie f executives, because of thei r pivotal posi tion wi th
in the system and the community, may be the best position to 
act as a catalyst in bringing the agencies of the local or 
regional system closer together for the purpose of identifying 
and resolving mutual problems. 

Some criminal justice group members upon developing 
policy guidelines for their own agencies that affect other 
agencies, have presented those policies to the criminal justice 
group for the group's confirmation. If every criminal justice 
agency developed agency policy that was consistent with the 
policies of other agencies that have jurisdiction in the area~ 
a true criminal justice system would begin to emerge. Criminal 
justice system objectives and priorities would become an 
actuality. 

Individual agency isolationism has given way to communi
cation with and interest in other criminal justice agencies. 
The next step--to get criminal justice agencies actively work
ing together--has begun in various degrees in many areas of the 
Nation. The final step--to develop agency policy that meets 
objectives and priorities of the criminal justice system--is 
necessary before the criminal justice process actually becomes 
a system. 
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ILLINOIS STANDARD 19.12 

PUBLIC EXPRESSION OF PROFESSIONAL OPINION 

Every police chief executive should express publicly 
his professional opinions on important issues relating to 
public safety. Police chief executives should inform the public 
of potential dangers. prevalent crime or traffic problems, 
proposed legislation, and any other issue that may affect 
public safety. Public utterances by the police chief executive 
should be designed to generate public interest, relieve public 
tension, dispel rumors, build public confidence, and obtain 
public support for the needs of proper and effective law en
forcement. A police chief executive should give full consider
ation to the established policies and positions of the govern
ing body of the jurisdiction he serves when making public utter
ances. 

Every police chief executive should use all appropriate 
forums to disseminate information to the intended audience. 
Such forums may include: public gatherings, news conferences, 
prepared statements to the media, and articles for publication 
in various periodicals. 

Every police chief executive should develop personal 
skills to permit the effective delivery of information to the 
public. 

IACP COMMENTARY 

During the last several years, the public has demanded, 
in a variety of ways, that it be kept better informed about 
the activities of its government. Government cannot truly 
serve the people unless it communicates with them. Criminal 
justice agencies are among the government agencies that need 
to improve communications with their constituents. 

No government activity sparks community interest more 
continuously than police-related issues. Police service issues 
affect everyone in the community. No other segment of govern
ment provides a service more personal than the protection of 
each individual's life, liberty, and property. The community's 
interest in its safety is a healthy expression of a right that 
should be honored with information from all knowledgeable 
sources. 

This Nation is governed by the people. Every person is 
respons ib Ie for effective government, and can only carry out 
that responsibility if he or she is an informed citizen. Police 
chief executives have a responsibility to contribute to the 
public's knowledge. There usually is no person more knOWledge
able about community safety tha,n the police chief executive. 
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The public constantly is kept informed by news items 
that, in one way or another, involve the police. Many such 
items are related directly to the ability of the police 
service to maintain peace and order in society. It is the 
police chief executive's duty to keep the public informed by 
speaking out on issues involving public safety--not from a 
political standpoint, but from the standpoint that the public 
has a need and a right to be informed OIl public safety issues. 
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ILLINOIS RECOMMENDATION 19.13 

REGIONAL AND NATIONAL EXECUTIVE ENRICHMENT AND DEVELOPMENT 
FOR POLICE CHIEF EXECUTIVES 

Concerned governments, professional law enforcement 
organizations, and educational institutions should establish 
regional and national programs for the intellectual enrichment 
and ~evelopment of police chief executives. These programs 
should be designed to improve police chief executives' personal 
skills, and to inform them of new legislation, improved tech
niques, and innovative programs. 

Regional programs should serve all police chief execu
tives within a State, portions of a State, or two or more 
contiguous States. A national program should serve police chief 
executives who could benefit from a program that offers a wide 
choice of advanced courses. 

Regional and national executive programs should be 
presented within academic settings such as universities 
colleges, and existing academies. The programs should be ad
ministered by professional or governmental organizations under 
the guidance of a committee that includes State, county, and 
municipal police chief executives. Programs should be scheduled 
with consideration for police chief executives' obligations to 
their agencies. Attendance at a regional program should not 
preclude attendance at the national program. National programs 
should be funded by the Federal Government, and programs at the 
regional level should be funded by participating States, except 
for salary, which should be paid by each executive's agency. 

The Police Training Institute of the University of 
Illinois, individually or in concert with police training agen
cies in one or more contiguous States, should establish execu
tive programs for police chief executives' enrichment and 
development. Curriculums and qualifications for enrollment 
should be established by each State or region. Certificates of 
achievement should be issued to those who attain specified 
qualification plateaus within the program. 

A national executive program should be established to 
provide advanced instruction in a wide variety of courses for 
police chief executives I enrichment and development. Curricu
lums should be developed to meet the needs of participants, with 
consideration given to the complexity of agency operations. 
Behavioral sciences and management courses, as they apply to 
managing a police agency, should be provided. 

IACP COMMENTARY 

Many occupations and professions require formal educa
tion and specialized training. Most professions require or 
encourage continuing development programs that the practitioner 
must complete to continue successfully in the profession. The 
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police service, on the other hand, has only recently imposed 
qualification and training standards. Virtually no require
ments exist for police chief executives. 

In the main, police chief executives have acquired 
sufficient knowledge of their agencies to cope with their 
work. But specialized programs for continuous development of 
executive abilities are rare in the American police service. 
Ip the past, the demands upon the police leadership in many 
communities may have been so parochial that continuing develop
ment of police chief executives I abilities was an unnecessary 
luxury. Continuing development of executive abilities is no 
longer a luxury. 

Conditions internal and external to police agencies pose 
sophisticated problems for small and large agencies alike. 
Labor/management issues, organized crime, and public d.isruptions, 
for example, affect all police agencies. Police chief executi v(~s 
cannot afford only to manage, they must anticipate, plan, pre
vent, harmonize, and reach sophisticated solutions in areas 
where condi tions and rules are changing rapidly. Rather than 
merely being reactive, the police must become proactive. 

Many jurisidctions assume that police chief executives' 
administrative abilities automatically grow as their jobs grow 
and, therefore, traditional practices are maintained, even. 
though traditional practices may no longer be viable. More 
than ever before, police chief executives must keep pace with 
the changing management and law enforcement practices. 

If the police service is to attain professional status 
commensurate with its overall responsibility and commitment, 
its leaders must engage actively in learning programs to 
achieve and to maintain effective job performance. Appointed 
and elected police chief executives must be attuned to changing 
conditions and concepts in order to provide the public with 
effective law enforcement. 

Educational and specialized training programs for police 
personnel now exist throughout the Nation. Universities, 
colleges, professional law enforcement organizations, and police 
agencies at the local, State, and Federal levels, individually 
and cooperatively are offering outstanding courses, programs, 
and seminars for police administrators. 

These academic and training programs are producing an 
improved quality of police service. The opportunities for a 
college education in disciplines pertinent to the police service 
are available in most areas of the country. Because of this 
availability, educational standards for the selection of police 
personnel are being implemented by police agencies in many parts 
of the Nation. 

Despite the enormous value of traditional police man~ 
agement programs, a new dimension in police executive develop
ment is sorely needed. Incumbent police chief executives need 
regional and national executive enrichment programs designed 
specifically for police service leaders. 
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ILLINOIS RECOMMENDATION 19.14 

ASSESSING THE PERFORMANCE OF POLICE CHIEF EXECUTIVES 

Every immediate superior should assess the effectiveness 
of the police chief executive in leading the police agency 
toward the accomplishment of agency objectives. The performance 
assessment should be based upon valid indicators of the police 
chief executive's ability to provide 1awful, equitable, and 
effective police service. 

Every immediate superior should evaluate the effectiveness 
of the police chief executive in utilizing agency, community, and 
governmental resources to provide the services for which the 
agency is responsible. The immediate superior should evaluate, 
as indicators of performance the quality of agency personnel 
performance; personal conduct of their police chief executive; 
and community opinion of police operations. Internal discipline 
and the level of crime may also be indicators of performance. 

Every immediate superior at least annually should discuss 
the performance of the police chief executive and of the agency 
with the police chief executive. Every police chief executive 
should be given the opportunity to respond to the superior's 
assessment. 

IACP COMMENTARY 

The police service as a~ institution cannot be assessed 
as easily as a baseball team or a retail store, nor can the 
police chief executive be assessed as easily as the coach of a 
team or the manager of a retail outlet. The police service can
not be measured by wins and losses or the profit from selling 
goods. 

There are however, ways to evaluate the effectiveness of 
a police chief executive in police agency leadership. It is 
the effectiveness of the police agency in doing what it is 
supposed to do that fina1l) counts. 

The efficiency of Traffic Offi(;er Smith should be measured 
not by the number of traffic citations written, but by the degree 
to which his efforts facilitate an uninterruped flow of traffic 
and an absence of traffic accidents on his beat. The efficiency 
of a police employee in lifting a latent print is not as im
portant as solving the related crime and preventing others. 
The efficiency of the police chief in making speeches should 
not be directed toward oratorical acclaim, but toward achiev-
ing the objectives of the police agency. 

Doing the right things efficiently is important. But 
it is the effectiveness in accomplishing the larger objectives 
that counts in the final analysis. Police chief executives 
should be evaluated on their effectiveness in achieving the 
objectives of the agency_ That is the bottom line of the police 
balance sheet. 
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ILLINOIS STANDARD 19.15 

ADMINISTRATIVE DUE PROCESS 

Every governing body whose administrative jurisdiction 
includes the provision of police service should enact legislation 
that provides for administrative due process methods to discipline 
police chief executives for cause and to protect them from ar
bitrary or unjustified termination. 

The procedure should require that charges of improper 
conduct or performance be specific and in writing. Such charges 
should be based upon some act of commission or omission and the 
charges should be filed within a specified period of time fol
lowing the act. Charges based upon offenses that inherently 
disqualify a police chief executive from holding office should 
be filed within a specified period of time following discovery 
of the act. 

The charges should be heard by an administrative tribunal 
composed of persons within the government structure, and/or 
persons selected from police executive or pri~ate professional 
organizations, in a manner that is acceptable both to the con
cerned governmental authority and to the accused. All persons 
who compose such a tribunal should have the capaci ty to hear 
and adjudge administrative charges relative to p~ofessional 
competence. Individuals who originate or endorse the charges 
should be excluded from membership on a tribunal. 

Testimony relevant to each charge should be taken under 
oath in a proceeding open to the public. The accused should 
have the right to counsel of his choosing, to subpoe~a persons 
and i terns of evidence, to present witnesses in his behalf, and 
to cross-examine. 

The tribunal should seek facts to determine the truth 
and ascertain if a preponderance of evidence exists to sub
stantiate each charge. The tribunal should make a finding that 
the accused police chief executive is either guilty or not guilty 
of each administrative charge. 

Upon a finding of guilt, the tribunal should determine 
if a penalty is appropriate. If appropriate, such penalty 
should be recommended by the tribunal. Penalties may range from 
reprimand to removal from office. 

The tribunal should cause the records of the proceeding 
to reflect its analysis of evidence that led to its finding. 
The records should reflect the tribunalts justification for any 
recommended penalty. 

A separate authority, superior to the police chief ex
ecuti ve in the governing body I s chain of command, should review 
the findings and affirm, reduce, or vacate the penalty recom
mended by the administrative tribunal. 

Every penalty imposed should be subject to appeal by the 
accused, in an appropriate court of law. 
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IACP COMMENTARY 

All police chief executives should be accountable for their 
personal performances and the performances of their agencies. 
That accountability should be to superiors who have the authority 
to initiate punitive action against unethical or incompetent 
police chief executives. Punitive measure, however, should be 
based upon substantiated charges of misconduct as opposed to 
rumor, supposition, political expendiency, or the impetuous or 
indiscreet unilateral action of one person. The interests of 
the public, of the police service, and of the police chief 
executive are best served if allegations of improprieties against 
police chief executives are resolved in a manner that assures 
that justice will be served. This can be achieved through a 
system of due process in which such matters are resolved in for
mal public hearings in a manner prescribed by administrative law. 

There have been numerous incidents where incoming mayors, 
city managers, or other superiors to police chief executives sum
marily have fired incumbent police chief executives. Sometimes 
specific reasons were given for the dismissal, but often only 
general reasons were given. During the interview phase of this 
study, incidents were reported in which elected superiors sum
marily fired their police chief executives in fulfillment of 
promises to persons who contributed campaign funds under the 
condition that if elected, the new superior would fire the police 
chief. When dismissed, some police chief executives simply are 
told that they are doing a fine job, but it is time for a change. 

Even when reasons for dismissal are given, they often are 
vague. Interviews revealed that the following reasons have been 
used recently: "too popular with the troops," "too unpopular 
with the men," "too responsive to citizen demand," "not responsive 
to citizens," "too outspoken,''' or "too sedentary." This list is 
not exhaustive. In each instance, there may have been sufficient 
reason to terminate the police chief executive, but it was not 
made clear. It is impossible to guess why a police executive 
was terminated if he was told during a curt dismissal ceremony 
that, "You have been doing a good job." 

The public, the police chief executive, and agency per
sonnel should not have to guess the reasons for the termination 
of a police chief executive. They all have a right to know. 
They should have confidence that actions taken by governing 
bodies regarding public safety are based upon substantiated and 
documented facts. Only then can the public assess the qualities 
of all its servants, including the accused and the accusers. 
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SURVEY BACKGROUND 

The Illinois Association of Chiefs of Police 3 Police 
Chief Executive Survey was conceived, developed and accom
plished for the purpose of involving as many of the Illinois 
police chief executives in the Standards and Goals development 
process as possible. The survey provided a means of direct 
input in six areas of interest: Administration, Extra-Depart
mental Relations, Personnel, Operations, Support Services and 
Training. These areas were the areas of responsibility for 
six Sub-Committees. The data supplied by police chief execu
tives assisted the Standards and Goals Committee deliberations. 

The Police Chief Surveys were mailed by the project staff 
from their offices located in Winnetka, Illinois on December 3, 
1976 and the returns were tabulated through January 4, 1977. 
The project staff mailed out survey instruments to 545 police 
chief executives out of 773 police departments in Illinois. 
The decision on which police chief executives received a survey 
form was based on mailing lists obtained by project staff and 
the Illinois Association of Chiefs of Police, Directory. Of 
these, 249 responses were obtained for an impressive 465,~ response, 
representing lour of every 3 police departments in Illinois. 

QUESTIONNAIRE DESCRIPTION 

The survey was divided into two parts. The first part 
asked for answers about the police chief executive's personal 
history and about his agency and what he did. The second part 
of the survey \'las designed to extract the views and opinions 
from Illinois police chief executives' specific input on 64 
selected topical areas of interest contained in 6 general 
categories pertaining to police management and services. 

Responses to the sixty-four topical areas was indicated 
by the use of a scale from one to seven. A response of seven 
indicated that in the police chief executives' view and opin
ion this area of police service was in need of immediate 
attention to develop Standards and/or Goals affecting exist
ing practice and procedure. A response of one would indicate 
least need for improvement in present practice and thus no 
immediate development of standards and/or goals for Illinois. 
The consensus of all responses was presented and used by the 
Standards and Goals Sub-Committees in developing standards 
and goals for Illinois law enforcement. 

SURVEY SUMMARY 

Of importance is the fact that for the first time a 
consensus of opinion has been gathered on a broad range of 
issues by the Illinois police chief executives. This survey 
contains only responses of persons who were employed at the 
time of the survey as police chief executives. Thus the 
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document becomes extremely important to the Criminal Justice 
Practitioner, particularly those in police education, police 
training and to the Illinois Law Enforcement Commission and 
Criminal Justice Regional Planning Commissions. 

SURVEY HIGHLIGHTS (N=243) 

The most significant finds of the survey indicated: 

The average police chief executive is 43 years old. 

40% of the police chief executives advanced to the 
position from outside the agency. 

Less than 42% of the police chief executives were in 
a command position, either Chief, Captain or Lieu
tenant, prior to their police chief executive position. 

38% of the police chief executives were in a line 
position, either Sergeant or patrolman prior to their 
police chief executive position. 

20% of the respondents became a police chief execu
tive from a career position other than municipal law 
enfOTcement. 

Average size of responding chief's department was 24 
officers. 

The areas in need of most immediate attention by the 
Standards and Goals Committee were Personnel and 
Training. 

Of least immediate attention to the Standards and 
Goals Committee was Intelligence Operations. 

Responses from sixty-seven of the 102 counties in 
Illinois were Teceived. 

Those counties from which 10 or more responses were 
derived: 

County # of ResEonses % of Total ResEonse 

Cook 52 21 
DuPage 18 7 
Lake 14 6 
Madison 10 4 
Kane 10 4 
Will 10 4 
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The following presents the summary response to the survey 
questions by percentage (rounded to nearest whole number) where 
possible and actual numerical response when necessary. 

1. Name of Respondent. Staff purposes only. 
2. Age 43 (years). 
3. Job Title of Present Position. 96% respondents had 

the official title of chiefs of police~ remaining 4% 
had other titles. 

4. In what type of an agency are you presently employed? 
99.0% (a) Local. 

.8% (b) County 
(c) State 
(d) Federal 

.2% (e) Other 
5. In what city and county is your agency located? 

a) City: Staff EurEoses on1f 
(wri te in the city 

b) County: 66% of Illinois counties represented 

6. For how many years have you been employed in a law 
enforcement position? 16 years average 

7. For what length of time have you been employed in 
your present position as Chief Executive? 6 years 
average 

8. Indicate if you advanced to the Police Chief Execu
tive position: 

63% (a) From within your present agency 
37% (b) From outside the agency 

9. In what position were you employed immediately prior 
to your present position as Police Chief Executive? 
a) 

(write in position/title) 
Chief 18% 
Captain 10% 
Lieutenant 15% 
Sergeant 18% 
Patrolman 20% 
Sheriff 3% 
Other 15% 
No Response 1% 

position 
4 years b) 

Number of years in this 
c) 

prevlous 
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I e 

10. Indicate in which of the following agencies you were 
previously employed: (check one or more) 

11% None 
38% Local 
10% County 

6% State 

2% Federal 
14% Private/Civilian 
17% Military 

2% Other 

334 responses to this question indicated that previous 
to the respondents present position, employment in 
another area of police work is the rule rather than 
the exception. Further, the multiple responses to 
this question indicates some PCE have a broad back
ground in police service of a nature other than their 
present position. 

11. Circle the Last Year of Formal Education Completed. 
Also, indicate any advanced degrees held or training 
recei ved. 

Last Year of School Attended It ResEonses 
Grade School 7 a 

8 4 
High School 9 4 

10 3 
11 4 
12 97 

College 1 24 
2 42 
3 19 
4 36 

Graduate Degrees 
Master's 14 
Doctorate a 
Law a 
Other 19 

12. Please check to indicate if you have received 
instructions, or training, from any of the following: 
(check your response) * . 

19% FBI Academy 
5% Southern Police Institute 
6% Northwestern University Traffic Institute 

(Long-course, 9 months) 
16% Professional Career Development Course 
15% Other 
39% No response 
*(In case of multiple response the first response 

given was the only response tabulated due to key 
punch error.) 
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13. What is the 
employed in 

app roxima te 
your agency 

LINE 

number of SWORN personnel 
for the following categories? 

TOTAL 
Full-time 
personnel 

COMMAND 
1 

STAFF 
2 

SUPERVISORS 
5 

OPERATIONS 
20 

PERSONNEL 
24 

Part-time 
personnel 8 

(Responses represent averages) 

14. What is the approximate number of CIVILIAN personnel 
employed in your agency for the following categories? 

Full-time 
Personnel 

# of Personnel 
8 

Part-time 
Personnel 5 

a) 32 

b) 10 

c) 12 

d) 31 

e) 8 

f) 4 

(Responses represent averages) 

15. What is the ti tIe of the official or board respon
sible for selecting the Police ChIef Executive? 
Staff purposes only. 

16. Please indicate the estimated percentage of your 
time which you spend annually on the duties involved 
in your position. 

(% of time) 

(% of time) 

(% of time) 

(% of time) 

(% of time) 

(% of time) 

Operations/Field Activities. (patrol, investigations, 
field supervision, direction of major field incidents) 

Direct Citizen Contact. (appearances before civic groups, 
crime prevention, news media relations .... ) 

Interaction With Local Officials. (correspodning 
meetings with mayor and/or co'uncil, intra-interdepartmental 
executive meetings) 

Internal Management. (discipline, internal reports, 
staff, conferences, employee matters, planning) 

I~eraction with Other Criminal Justice Agencies. 
(judges, corrections, prosecutors, probation/parole, 
other Police Chief Executives) 

Other Duties. (please specify) 

(3% of time unaccounted for by respondents) 

PART II OF THE POLICE CHIEF SURVEY 

Part II of the survey was designed to get the views and 
opinions about police management and services in the State of 
Illinois from police chief executives and to help determine what 
changes in existing practices will be required. The summary of 
these views and opinions were designed to be an invaluable tool 
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in the Standards and Goals Committee's efforts to develop 
recommendations for standards and goals. 

Respondents were instructed to circle the number for 
each item which represents the importance of that item as an 
issue in developing standards and goals in each of the six 
categories. 

For example: 

Administration: (Need for 
Attention to: 

Least Important 
(No action need
ed hy SaG Com
mittee) 

Most Important 
(Needs action 
by SaG Com
mittee) 

Policies 
Procedures 

CD 
1 

2 

2 

3 

3 

4 
4 

5 

5 

6 

6 

7 

6J 

Category 
ADMINISTRATION 

Subje.ct Area 
Procedures 
Employee Relations 
Policies 

Assigned Weight 
5.2 

PERSONNEL 

TRAINING 

Direct Citizen Contact 
Development of Organization 
Internal Discipline 
Fiscal Management Procedures 
Articulation of Police Role 
Guidelines on Discretion 
Internal Inspections 
Unusual Occurrences 
Procedures 
Policies 
Recruitment 
Development 
Educational 
Utilization 

and Selection 
and Promotion 
Requirements 

Classification and Compensation 
Collective Bargaining 
Police Training Academy 
In-service Training 
Legislative & Fiscal Assistance 
Procedures 
Program Development 
Criminal Justice Training Centers 
Policies 
Human Relations Training 
Mid-Management Training 
Length of Basic Training 
Specific Technical Training 
Inter-personnel Communications 
Training 

Instructor Certification 
Training-Unusual Occurrences 
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5.1 
4.9 
4.7 
4.7 
4.7 
4.4 
4.4 
4.2 
3.5 
3.3 

5.3 
5.1 
4.9 
4.8 
4.7 
4.7 
4.5 
4.2 
5.3 
5.1 
5.1 
5.0 
4.9 
4.9 
4.8 
4.8 
4.7 
4.6 
4.6 

4.5 
4.5 
4.2 



Category Subject Area Assigned Weight 

OPERATIONS 

SUPPORT SERVICES 

EXTRA-DEPARTMENTAL 
RELATIONS 

Procedures 
Special Crime Tactical Forces 
Policies 
Patrol Improvements 
Juvenile Operation 
Intelligence Operations 
Criminal Investigation 
Need for Specialization 
Team Policing 
Vice Operations 
Narcotics Operations 

Communications 
Information Systems 
Procedures 
Policies 
Crime Lab Evidence Technician 
Personal Equipment 
Transportation 
Property Systems 
Detention Systems 

Crime Prevention Service 
Coordination 

Development of Community 
Resources 

Professional Assistance 
Procedures 
Policies 
Crime Problem Identification 
Inter-Criminal Justice Agency 
Liaison 

Combined Police Services 
Community Physical Planning 
Diversion 

5.1 
5.1 
5.0 
5.0 
4.9 
4.4 
4.2 
3.9 
3.8 
3.5 
3.5 

5.1 
5.1 
4.7 
4.6 
4.4 
4.4 
4.2 
4.1 
4.1 

4.9 

4.8 
4.8 
4.6 
4.5 
4.5 

4.5 
4.2 
4.1 
3.6 

The following depicts the subject areas receiving the 
highest mean score of all sixty-four subject areas and thus 
the ten areas most in need of immediate attention as an issue 
for Standards and Goals: 

1. Personnel 
Procedures 

2. Training 

. . . . . . . . . . . . 5.3 

Police Training Academy. . . . .. 5.3 

3. Administration 
Procedures 
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• 

4. Personnel 
Policies. 

4. Training 
In-Service Training 

5. Operations 
Procedures. 

6. Administration 

. . . . . ., . 

Employee Relations .... . . ,; . 
6. Training 

5.1 

5.1 

5.1 

5.1 

Legislative & Fiscal Assistance. 5.1 

7. Operations 
Special Crime Tactical Forces. . 5.1 

8. Support Services 
Communication 

8. Support Services 

5.1 

Information Systems. . . . . .. 5.1 

9. Training 
Procedure:;. 

10. Operations 
Policies. 

10. Operations 

. ., . . . . . . . . . . 

s. a 

5.0 

Patrol Improvements. . . . . . . 5.0 
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APPENDIX B 

ILLINOIS ASSOCIATION OF CHIEFS OF POLICE 

STANDARDS AND GOALS PROJECT 

ILLINOIS CRIMINAL JUSTICE SYSTEH SURVEY 
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SURVEY BACKGROUND 

The Illinois Association of Chiefs of Police, Standards 
and Goals Project, Criminal Justice System Survey was conceived, 
developed and accomplished for the purpose of obtaining opinion 
and input from those persons within the State considered as 
employed in the "Criminal Justice System:, i.e., courts, cor
rections, probation, parole, public defenders, criminal justice 
education, law enforcement other than police chief executives 
and "others"--others being Criminal Justice Planners, Criminal 
Justice Associations and concerned citizen organizations. 

The Criminal Justice System Surveys were mailed on 
December 3, 1976 from the Standards and Goals Project Office 
located in Winnetka, Illinois. The returned surveys were 
tabulated through January 4, 1977. The Criminal Justice System 
Survey mailing numbered 4,100 instruments to Criminal Justice 
Practitioners (CJP) throughout the entire State of Illinois. 
The response totalled 781 surveys returned. Surveys response 
totalled 19.6%. The survey distribution included all one 
hundred and two counties of the State. Responses from eighty 
counties were obtained for a 78% representation. 

QUESTIONNAIRE DESCRIPTION 

The survey Has divided into two parts. First, questions 
were asked which provided information on the responding indi
viduals. Information, such as the respondent's age, area of 
employment, length of career in criminal justice was o1tained. 
This information provided comparison data with that obtained 
about police chief executives. The second part of the survey 
was designed to allow the Illinois Criminal Justice Practi
tioners to provide specific opinion input on sixty-four selected 
topical areas of interest contained in six general categories 
pertaining to police management and services. These six cate
gories were Administration, Extra-Departmental Relations, 
Personnel, Operations, Support Services and Training. This 
section was identical to that given to police chief executives 
so that the data comparison could be made. 

Individual responses to the sixty-four topical areas 
were indicated by the use of a scale from one to seven. A re
sponse of seven (7) indicated that in the CJP's view and opin
ion an area of police service was 'in need of immediate attention 
to develop stant:....:.rds and goals affecting existing practice or 
procedure. A response of one (1) would indicate least need 
for attention in present practice and thus no immediate develop
ment of standards and recommendations for an area. 

A category of information was fashioned from the responses 
to Part II into an interpretation based on geographically repre
sentative State regions. An additional category of information 
was also compiled of responses by occupational grouping. This 
data hopefully provides an appreciation of how Illinois CJP's 
view police management and services on a number of different 
basis. e 
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SUMMARY OF RESULTS 

Geographically, the State was represented as a whole. 
The largest group of respondents was law enforcement personnel 
who were below the rank of police chief executive. Responses 
in every occupational grouping were of a measureable percentage 
except for Probation where only 1 person responded. 

Results of this Survey were effected by method of com
puterization. Time and budget did not permit some of the data 
to be analyzed. For example, the data received discussing 
other career preparation in areas other than present employment. 
Further, some question formats did not lend themselves to the 
computerized method of information extraction. And, lastly, 
where percentages are presented some rounding has been employed. 

SURVEY HIGHLIGHTS 

The most significant findings of the Survey were: 
(N=78l). 

The CJP has been in his present position an averagE) 
of 6 years. 

The CJP has been in his present occupation an avera.ge 
of 10 years. 

A breakout of the respondents by their respective 
employment indicates that: -

Area of Employment % of Total ResEonse 

1. Law Enforcement 52% 
2. Courts 14% 
3. Other 11% 
4. Criminal Justice Education 7% 
5. Corrections 7% 
6. Public Defender 5% 
7. Parole 4% 
8. Proba't Lon 0% 
9 . No Response 0% 

The education level of the CJP is 4 years of college. 
The CJP believes the attitude of citizen toward suppo~\t 

of the Criminal Justice System falls halfway between unfavor~ 
able and favorable. 

Forty-six percent of CJP's had previous career train-
ing in another occupation. . 

The areas of police service most in need of immediate 
attention of development of standards and goals, as perceived 
by the CJP, were: 

1. Recruitment and Selection of Personnel 
2. Development and Promotion of Personnel 
3. Criminal Investigation 
4. Human Relations Training 
Least immediate need: 

1. Unusual Occurrences Administration 
2. Vice Operations 
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Responses from 80 of Illinois 102 Counties were received. 
Counties from which ten or more responses were received: 

1. Cook 365 46.7% of total response 
2. Kane 41 5.2% of total response 
3. DuPage 32 4.0% of total response 
4. Lake 24 3.0% of total response 
5. Peoria 17 2.1% of total response 
6. Will 16 2.0% of total response 
7. St. Clair 11 1. 4% of total response 
8. Jackson 10 1. 2% of total response 
9. Sangamon 10 1. 2% of total response 

RESPONSES BY ITEM 

As stated, Part I was developed to learn about those 
persons who are criminal justice practitioners (CJP). It was 
recognized early on that a semantic problem existed with res
pect to the CJP. Discussions touched on the CJP but no one 
person could articulate a commonly accepted definition for this 
phrase. While not attempting to develop a new universal defini
tion for the CJP, for this report the definition of CJP is set 
by the response profile established by Part I. Their opinions 
on Police Service are represented in Part II. 

The following is a presentation of the responses to the 
survey questions by percentage where possible and actual numeri
cal response was necessary (N=78l). 

1. Please indicate your age: ~ years average. 

2. Are you 97% Male? 
2 90 Female? 
1% No Response 

3. Job title of your present position not computed 
Years in position? 6 years average. 

4. In what county do you work? 78% of Illinois counties 
represented. • 

5. Indicate the area iii which you are presently employed: 

7% Correction 
14% Courts 

0% Prob ation 
4% Parole 

5% Public Defender 
7% Criminal Justice Education 

52% Law Enforcement 
11% Other* 

(Please specify) 

- 610 -



*The area of "other" was provided for persons employed 
in criminal justice related professions, such as 
regional criminal justice planner, ILEC employee, 
employee of a not for profit criminal justice related 
private citizen organization. 

6. How mdny years have you been employed in your present 
occupation? 10 years was average. 

7, Indicate if previously employed in any of the 
following areas*: 

a) Municipal Police Officer 145 Yes - If yes, length of emp1oyment?~ears. 
No 

Less than 
b) County Police Officer 71 Yes - If yes, length of employment?~ears. 

No 
c) State Law Enforcement Less than 

Officer 49 Yes - If yes, length of emp1oyment?~ears. 
No , 

d) Federal Law Less ,than 
Enforcement Officer 40 Yes - If yes, length of emp1oyment?~ears. 

No 
Less than 

e) Military Police Officer 87 Yes - If yes, length of emp1oyment?~ears. 
No 

Less than 
f) Private Security Officer 75 Yes - If yes, length of emp1oyment?~ears. 

No 

*May include multiple response 

8. Circle the last year of formal education completed: 
4 years of college was the average. Of those holding Graduate 
Degrees: 12% had a 'Master's; 7% had a Doctorate; 20% had a Law 
and 6% listed "Other". 

9. On the following scale, indicate the attitude of 
public citi~ens toward support of the Criminal Justice System 
(from your perspective). 3.5 waS the average response. 

1~~1~_.~2 _____ 3 __ ~(X~)~_4-= ___ 5~~_6~~~7~1 
Unfavorable atti tude Favorable atti tude 
toward the Criminal toward the Criminal 
Justice System Justice System 

10. Have you received career training in an area other 
than in your present field of employment? 

46% Yes - If yes, what area(s) 
54% No 
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11. In your work, how often does your organization interact 
with the following law enforcement agencies? (Total response may 
not total 781 due to no-response.) 

Responses to the question are combined as follows: 

Dai ly-'Mon thly 
Contact 

Almost No 
or 

No Interaction 

Municipal County 

678 649 

42 90 

State 

579 

154 

Federal 

378 

333 

Private 
Security 

262 

432 

12. In your position how often do you have personal 
interaction with individuals from the following law enforce
ment agencies? 

Responses to the question are combined as follows: 

Daily-Monthly 
Contact 

Almost No 
or 

No Interaction 

Private 
Municipal County State Federal Security 

652 598 523 264 243 

72 144 216 441 455' 

13. Indicate the level and frequency of your personal 
contact with police personnel in your job. 

Responses to the question are combined as follows: 

Monthly/Daily 
Weekly/Monthly 
No Contact 

Command Staff Line Supervisor Operations 
311 374 422 455 
430 360 298 282 
139 49 96 115 

Sixty-two percent of criminal justice practitioners had 
daily contact at the operations level but only 42% had daily 
contact at the command level. 

In Part II of the CJP Survey, the CJP's views and 
opinions about police management and services in the State of 
Illinois were requested. This was to help determine what 
changes in existing practices were required. These opinions 
and views were an essential part of Standards and Goals planned 
efforts to develop recommendations for standards and goals. 

Respondents were instructed to circle the number for 
each item which represents the importance of that item as an 
issue in deveLoping standards and goals in each of the six 
categories. 

For example: 

Administration: (Need for Attention to:) 

Policies 
Procedure 
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Least 
Important 
No action 
needed by 
S&G Com
mittee) 

<D 2 3 
123 

4 
4 

.Most 
Important 
(Needs action 
by S&G Com
mittee) 

5 
5 

6 7 
6(1) 



The following is the median'response to the 64 areas 
of interest in each of the 6 'categories: 

ADMINISTRATION Area Needing 'Attention 

PERSONNEL 

TRAINING 

.J ., 

Procedures 5.1 
Employee Relations 5.1 
Direct Citizen Contact 5.0 
Guidelines on Discretion 4.9 
Policies 4.8 
Articulation of Police Role 4.8 
Internal Discipline, 4.7 

. Dev.e·lopment of prganization 4.6 
Fiscat Ma~agement Procedures 4.2 
Internal Inspections 4.1 
Unusual Occurrences 3.5 

Area Needing Attention 
Recruitmentand·Selection 5.6 
Development and Promotion 5.5 
Utilization' . 5.2 
Classifica.tion and Compen-
sation . 5.1 

Educationa~ Requirem~nts 5.1 
Procedure:s' 5.0 
Policies 4.9 
Collective Bargaining 4.4 

. . . 
. , Area Needing Attention 

Human Relations' Training 
Procedures' 
Inservice Trairiing 
Poiice Training Ata~emy 
Criminal Jus ti ce 'Tratning 
C~nte~s ' .. 

Program 'Development 
. Specific ~~chnical Training 
Policies 
,Inter-personnel Communica

tion's' Training' , ' 
Legislative 'and Fiscal 
Assistance, 
InstructoiC~r~ifitation 

. Training- - Unusual Occurrences 
'Mid-Management Training 
Length of Basi~ Tiain~ng 
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5.3 
5.2 
5 . 2 
5 . 2 

5.2 
5.1 
5.0 
4.9 

4.9 

4.6 
4.8 
4.7 
'4.7 
4.6 



OPERATIONS Need for Attention to! 
Criminal Investigation 5.5 
Procedures 5.1 
Patrol Improvements 5.1 
Juvenile Operation 5.0 
Policies 4.9 
Narcotics Operations 4.9 
Need for Specialization 4.6 
Special Crime Tactical 

Forces 4.6 
Team Policing 4.5 
Intelligence Operations 4.4 
Traffic Operation 4.1 
Vice Operations 4.0 

SUPPORT SERVICES Need for Attention to: 

Information Systems 5.2 
Communications 5.1 
Crime Lab Evidence Technican 4.9, 
Detention Systems 4.7 
Personal Equipment 4.7 
Procedures 4.6 
Policies 4.4 
Transporation 4.4 
Property Systems 4.2 

EXTRA-DEPARTMENTAL RELATIONS Need for Attention to: 
Development of Community 

Resources 5.2 
Crime Prevention Service 
Coordination 5.2 

Inter-Criminal Justice 
Agency Liaison 5.2 

Professional Assistance 5.1 
Crime Problem Identification 5.0 
Combined Police Services 4.9 
Policies 4.6 
Procedures 4.6 
Community Physical Planning 4.4 
Diversion 4.3 

RESPONSE BY GEOGRAPHICAL REGION 

A decision to make this document a true-working docu
ment was made early on the project. The purpose of this was 
to recognize the regional differences that exist in this State 
and to take them into account in the deliberations of the 
Standards and Goals Committee. Staff identified a source which 
had done the ground work to make this task possible. The over
view to the Illinois Law Enforcement Commission's 1974 State 
Plan set forth the methodology. The following is edited ex
cerpts from that document. 
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"A maj or new approach to plan development was
followed by ILEC.during 1973 .. Specifically, ILEC 
recognized that there are wise differences t~rough
out the various communities of the state in popula
tion, specific crime problems, and the quality of 
criminal justice services. Therefore, for the 
purpose of more effective planning, ILEC divided the 
state into areas that have similar demographic 
characteristics and similar crime problems. These 
areas have been named Common Characteristics Group
ings, or CCGs. The CCGs are based on U.S. Census 
Bureau classifications, Standard Metropolitan 
Statistical Areas (SMSAs). An SMSA consists of a 
county or group of counties containing at least one 
city (or two cities) having a population of 50,000 
or more, plus adj acent .counties which are metropoli
tan in character and are economically and socially 
integrated with a "central" city. There are seven 
complete SMSAs within Illinois (and two partial 
ones, with the balance of the metropolitan popula
tion living in Missouri or Iowa). From this census 
classification, ILEC has defined four CCGs-: Chicago, 
Cen.tral Cities, Suburbs, and Non-Metropolitan areas. 
The Central Cities, the core cities within' each SMSA 
in Illinois (except Chicago), are Peoria, Rockford, 
Decatur, Springfield, Champaign-Urbana, Bloomington-

. Normal, and Rock Is land~.Moline. Because of its 
unique character, Chicago constitutes a separate. CCG. 

"The Suburbs include the ci ties and counties surround
ing the core cities within each SMSA. The rest of 
the state is classified as Norr-Metropolitan. This 
last CCG includes 83 of the state's counties." 

1 • 

Modified Common Characteristic Groupings Used in Survey 

Suburban Areas (counties) 

Rock Island 

Non-Metropolitan Areas 

All other Counties 
Henry 
Winnebago 
Boone 
McHenry 
Lake 
Kane 
Cook 
DuPage 
Will 
Peoria 
Woodford 
Tazewell 
McLean 
Champaign 
Macon 
Sangamon 
Madison 
St. Clair 
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Modified Common Characteristic Groupings Used in Survey 
"Continued" 

Central Cities 
Bloomington/Normal 
Champaign/Urbana 
Decatur 
East St. Louis 
Peoria 
Rock Island 
Rockford 
Springfield 

Non-Met1"opoli tan Cities 

Carbondale 
Danville 
DeKa1b 
Freeport 
Galesburg 
Kankakee 
Quincy 

Following are a series of tables which provide the edited 
responses by CJP in the separate CCG. 

TABLE #1 

Criminal Justice Practitioners 
in 

Surburban Areas 
Responses 

This table depicts the response by category. The number 
to the right of the subject area indicates the weight given it 
by the CJP, based on a scale of 1-7, 7 indicating most in need 
of attention by the Standards and Goals Committee. For each 
category the two most in need of attention are indicated. 

Category 

ADMINISTRATION 

PERSONNEL 

TRAINING 

OPERATIONS 

SUPPORT SERVICES 

EXTRA-DEPARTMENTAL 
RELATIONS 

Sub j ect 
Area 

Employee Relations 
Procedures 

Recruitment & Selection 
Development & Promotion 

In-Service Training 
Human Relations Training 

Juvenile Operations 
Criminal Investigation 

Information Systems 
Communication 

Crime Prevention Service 
Coordination 

Inter-Criminal Justice 
Agency Liaison 
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Assigned 
Weight 

5.3 
5.1 

5.7 
5.6 

5.3 
5.3 

6.0 
5.5 

5.4 
5.2 

5.3 

5.2 

I 



TABLE #2 

Criminal Justice Practitioners 
in 

Non-Metropolitan Areas 
Responses 

This table depicts the response by category. The numbe 
to the right of the subject area indicates the weight given it 
by the CJP, based on a scale of 1-7, 7 indicating most in need 
of attention by the Standards and Goals Committee. For each 
category the two most in need of attention are indicated. 

Category 

ADMINISTRATION 

PERSONNEL 

TRAINING 

OPERATIONS 

SUPPORT SERVICES 

EXTRA-DEPARTMENTAL 
RELATIONS 

Sub j ect 
Area 

Procedures 
Direct Citizen Contact 

Recruitment & Selection 
Utilization 

Police Training Academy 
Human Relations Training 

Criminal Investigation 
Procedures 

Personal Equip~ent 
Communications 

Development of Community 
Resources 

Professional Assistance 
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Assigned 
Weight 

5,1 
5.0 

5.4 
5.0 

5.3 
5.2 

5.5 
5.0 

5.6 
4.9 

5.2 
5.1 



TABLE #3 

Criminal Justice Practitioners 
in 

Non-Metropolitan Cities 
Responses 

This table depicts the response by category. The number 
to the right of the subject area indicates the weight given it 
by the CJP, based on a scale of 1-7, 7 indicating most in need 
of attention by the Standards and Goals Committee. For each 
category the two most in need of attention are indicated. 

Category 

ADMINISTRATION 

PERSONNEL 

TRAINING 

OPERATIONS 

SUPPORT SERVICES 

EXTRA-DEPARTMENTAL 
RELATIONS 

Sub j ect 
Area 

Procedures 
Employee Relations 

Recruitment & Selection 
Development & Promotion 

Police Training Academy 
Program Development 

Criminal Investigations 
Procedure 

Information Systems 
Communica.tion 

Inter-Criminal Justice 
Agency Liaison 

Crime Prevention Service 
Coordination 
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Assigned 
Weight 

5. 3 
5.3 

5.7 
5.5 

5.6 
5.2 

5.7 
5.0 

5.5 
5.4 

5.5 

5. 2 



TABLE #4 

Criminal Justice Practitioners 
in 

Central Cities 
Responses 

This table depicts the response by category. The number 
to the right of the subject area indicates the weight given it 
by the CJP, based on a scale of 1-7, 7 indicating most in need 
of attention by the Standards and Goals ·Commi ttee. For each 
category the two most in need of attention are indicated. 

Category 

ADMINISTRATION 

PERSONNEL 

TRAINING 

OPERATIONS 

SUPPORT SERVICES 

EXTRA-DEPARTMENTAL 
RELATIONS 

Subject Assigned 
Area Weight 

Direct Citizen Contact 5.3 
Guidelines on Discr~tion 5.2 

Recruitment & Selection 5.6 
Utilization 5.3 

Human Relations Training 5.3 
Criminal Justice Training 

Centers 5.3 

Criminal Investigations 5.4 
Policies 5.3 

Information Systems 5.5 
Crime Lab Evidence Technician 4.9 

Development of Community 
Resources 5.6 

Inter-Criminal Justice 
Agency Liaison 5.S 
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TABLE #5 

Criminal Justice Practitioners 
in 

Suburban Areas 
Responses 

This table depicts the response solely by Subject Area. 
Presented in decending order are the 10 Subject Areas felt most 
in need of attention by the Standards and Goals Committee as 
selected by the CJP who assigned a numerical weight to them, 
based on a scale of 1-7, 7 indicating most in need of attention. 

Sub j ect Area Assigned Weight 

Juvenile Operations 
Recruitment & Selection 
Development & Promotion 
Criminal Investigation 
Information Systems 
Employee Relations 
In-Service Training 
Crime Prevention Service Coordination 
Procedures--Operations 
Inter-Criminal Justice Agency Liaison 

TABLE #6 

Criminal Justice Practitioners 
in 

Non-Metropolitan Areas 
Responses 

6.0 
5.7 
5.6 
5.5 
5.4 
5.3 
5.3 
5.3 
5.2 
5.2 

This table depicts the response solely by Subj ect Area. 
Presented in decending order are the 10 Subject Areas felt most 
in need of attention by the Standards and Goals Committee as 
selected by the CJP who assigned a numerical weight to them, 
based on a scale of 1-7, 7 indicating most in need of attention. 

Subject Area, 

Personal Equipment 
Criminal Investigations 
Recruitment & Selection 
Police Training Academy 
Procedures--Training 
In-Service Training 
Human Relations Training 
Development of Community Resources 
Professional Assistance 
Program Development 
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Assigned Weight 

5.6 
5.5 
5.4 
5.3 
5.2 
5.2 
5.2 
5.2 
5.1 
5.1 
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TABLE #7 

Criminal Justice Practitioners 
in 

Non-Metropolitan Cities 
Responses 

This table depicts the response solely by Subject Area. 
Presented in decending order are the 10 Subject Areas felt most 
in need of attention by the Standards and Goals Committee as 
selected by the CJP who assigned a numerical weight to them, 
based on a scale of 1-7, 7 indicating most in need of attention. 

Subject Area 

Recruitment & Selection 
Criminal Investigations 
Police Training Academy 
Development & Promotion 
Information Systems 
Inter-Criminal Justice Agency Liaison 
Procedures--Personnel 
Utilization--Personnel 
Educational Requirements 
Communications 

TABLE #8 

Assigned Weight 

5. 7 
5. 7 
5.6 
5.5 
5.5 
5.5 
5.4 
5.4 
5.4 
5.1 

Criminal Justice Practitior.~rs 
in 

Central Cities 
Responses 

This table depicts the response solely by Subject Area. 
Presented in decending order are the 10 Subj ect Areas felt most 
in need of attention by the Standards and Goals Committee as 
selected by the CJP who assigned a numerical weight to them, 
based on a scale of 1-7, 7 indicating most in need of attent'ion. 

Subject Area 
Recruitment & Selection--Personnel 
Development of Community Resources 
Inter-Criminal Justice Agency Liaison 
Information Systems 
Criminal Investigations 
Direct Citizen Contact 
Utilization--Operations 
Criminal Justice Training Centers 
Human Relations Training 
Policies--Operations 
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Assigned Weight 

5.6 
5.6 
5.5 
5.5 
5.4 
5.3 
5.3 
5.3 
5.3 
5.3 



Response by Career Grouping 

Computerization of the survey responses enabled project 
staff to extract data based on the career area indicated by the 
respondent as being the area of present employment. 

Based on the responses to the 64 subject areas in the 6 
categories a list was compiled. This list indicates what 
Criminal Justice Practitioners in a specific career group per
ceives as the 10 subject areas most in need of immediate atten
tion and the 10 subject areas least in need of attention of 
change in pres~nt practice and/or procedure through standards 
and goals. Of the 8 career areas represented only responses 
of 7 of these are presented. The eighth area was comprised of 
only one response and, thus, not presented. The 7 responses 
are indicated on tables 9 through 15. 

TABLE #9 

CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA OF IMMEDIACY 

N = 380 
(1 - 7 point scale) 
(1 = low 7 = high) 

Law Enforcement 

10 Subject Areas in Most Need of 
Standards and Goals Development 

Human Relations Training 
Development and Promotion 
Recruitment and Selection 
Criminal Investigation 
Guidelines on Discrrtion, 
Information Systems 
Employee Relations 
Communications 
Inter-Criminal Justice Agency Liaison 
Police Training Academy 

10 Subject Areas in Least Need of 
Standards and Goals Development 

Unusual Occurrences 
Internal Inspections 
Traffic Operation 
Diversi.on 
Property Systems 
Vice Operations 
Policies (Support Services) 
Policies (Extra-Departmental Relations) 
Fiscal Management Procedures 
Procedures (Support Services) 
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Average 
Scale Value 

6.92 
5.79 
5.67 
5.66 
5.63 
5.55 
5.49 
5.46 
5.42 
5.35 

3.59 
3.77 
4.08 
4.14 
4.21 
4.21 
4.32 
4.34 
4.42 
4.45 



TABLE #10 

CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA OF IMMEDIACY 

Courts Respondents 

N= 87 
(1 - 7 point scale) 
(1 = low 7 - high) 

10 Subject Areas in Most Need of 
Standards and Goals Development 

Criminal Investigation 
Articulation of Police Role 
Recruitment and Selection 
Human Relations Training 
Specific Technical Training 
Criminal Justice Training Centers 
Educational Requirements 
Police Training Academy 
Procedures--Training 
Crime Prevention Service Coordination 

10 Subject Areas in Least Need of 
Standards and Goals Development 

Collective Bargaining 
nnusual Occurrences 
Fiscal Management Procedures 
Classification and Compensation 
Patrol Improvements 
Legislative and Fiscal Assistance 
Development of Organization 
Transportation 
Traffic Operation 
Community Physical Planning 
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Average 
Scale Value 

5.72 
5.68 
5.48 
5.41 
5.34 
5.34 
5.32 
5.27 
5.26 
5.24 

2.86 
3.32 
3.54 
3.76 
3.79 
3.96 
4.0 
4.02 
4.03 
4.10 



TABLE #11 
CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA OF IMMEDIACY 

Other Groups 

N = 73 
(1 - 7 point scale) 
(1 = low 7 = high) 

10 Subject Areas in Most Need of 
Standards and Goals Development 

Development and Promotion 
Guidelines on Discretion 
Crime Prevention Service Coordination 
Criminal Investigations 
Recruitment and Selection 
In-service Training 
Human Relations Training 
Unusual Occurrences 
Development of Community Resources 
Crime Problem Identification 

10 Subject Areas in Least Need of 
Standards and Goals Development 

Specific Technical Training 
Collective Bargaining 
Unusual Occurrences 
Vice Operations 
Fiscal Management Procedures 
Property Systems 
Instructor Certification 
Traffic Operation 
Internal Inspections 
Transportation 
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Ayerage 
Scale Value 

6.15 
5.69 
5.67 
5.59 
5.55 
5.54 
5.54 
5.51 
5.50 
5.49 

3.15 
3.57 
3.69 
4.04 
4.15 
4.26 
4.31 

.4.36 
4.40 
4.45 



TABLE #12 

CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA OF IMMEDIACY 

Corrections Respondents 

N = 50 
(1 - 7 point scale) 
(1 = low 7 = high) 

10 Subject Areas in Most Need of 
Standards and Goals Development 

Development of Community Resources 
Human Relations Training 
Procedures--Training 
Development and Promotion 
Employee Relations 
Crime Prevention Service Coordinator 
Professional Assistance 
Policies--Training 
Procedures--Administration 
Program Development 
Juvenile Operations 

10 Subject Areas in Least Need of 
Standards and Goals Development. 

Length of Basic Training 
Unusual Occurrences 
Traffic Operations 
Property Systems 
Intelligence Operations 
Vice Operations 
Special Crime Tactical Forces 
Personal Equipment 
Need for Specialization 
Unusual Occurrences 
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Average 
Scale Value 

5.75 
5.65 
5.62 
5.61 
5.56 
5.45 
5.44 
5.42 
5.40 
5.40 
5.40 

2.55 
4.04 
4.16 
4.33 
4.36 
4.38 
4.48 
4.6 
4.6 
4.6 



TABLE #13 

CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA OF IMMEDIACY 

Criminal Justice Education 

N = 49 
(1 - 7 point scale) 
(1 = low 7 = high) 

10 Subject Areas in Most Need of 
Standards and Goals Development 

Human Relations Training 
Criminal Justice Training Centers 
Recruitment and Selection 
Educational Requirements 
Development of Community Resources 
Guidelines on Discretion 
Procedures--Operations 

, , 

Policies--Operations , 
Crime Prevention Service Coordinator 
Articulation of Police Role 

10 Subject Areas in Least Need of 
Standards and Goals Development 

Intelligence Operations 
Vice Operations 
Personal Equipment 
Unusual Occurrences 
Transportation 
Traffic Operation 
Property Systems 
Special Crime Tactical Forces 
Community Physical Planning 
Collective Bargaining 
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Average 
Scale Value 

5.86 
5.71 
5.67 
5.42 
5.38 
5.38 
5.33 
5.29 
5.28 
5.26 

3.44 
3.56 
3.6 
3.6 
3.62 
3.63 
3.78 
3.79 
3.84 
3.84 

e I 



TABLE #14 
CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA 'OFIMMBDIACY 

N= 32 
(1 - 7 point scale) 
(1 = low 7 = high) 

Public Defenders 

10 Subject Areas in Most Need of 
Standards and Goals Deve1o~ment 

Specific Technical Training 
Juvenile Operation 
Recruitment and Selection 
Program Development 
Development of Community Relations 
Guidelines on Discretion 
Criminal Investigation 
Direct Citizen Contact 
Human Relations Training 
Educational Requirements 

10 Subject Areas in Least Need of 
Standards and Goals Developmeil~ 

Intelligence Operations 
Fiscal Management Procedures 
Vice Operations 
Unusual Occurrences 
Collective Bargaining 
Development of Organization 
Personal Equipment 
Transportation 
Legislative and Fiscal Assistance 
Special Crime Tactical Forces 
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Average 
Scale Value 

6.25 
6.23 
6.0 
6.0 
5.64 
5.63 
5.62 
5.58 
5.58 
5.35 

2.64 
2.74 
2.76 
3.0 
3.03 
3.30 
3.5 
3.5 
3.58 
3.69 



TABLE #15 

CAREER GROUP RATING OF SUBJECT 
AREA BY CRITERIA OF IMMEDIACY 

Parole 

N = 32 
(1 - 7 point scale) 
(1 = low 7 = high) 

10 Subject Areas in Most Need of 
Standards and Goals Development 

Inter-Criminal Justice Agency Liaison 
Guidelines on Discretion 
Development and Promotion 
Professional Assistance 
Development of Community Resources 
Recruitment and Selection 
Classification and Compensation 
Combined Police Services 
Procedures--Administration 
P.rocedures--Extra-Departmental Relations 

10 Subject Areas in Least Need of 
Standards and Goals Development 

Unusual Occurrences 
Vice Operations 
Interna~ Inspections 
Traffic Operation 
Fiscal Management Procedures 
Property Systems 
Transportation 
Intelligence Operations 
Development of Organization 
Personal Equipment 
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Average 
Scale Value 

6.28 
6.28 
6.0 
5.92 
5.89 
5.88 
5.83 
5.76 
5.72 
5.71 

2.70 
3.4 
4.08 
4.08 
4.24 
4.30 
4.39 
4.4 
4.48 
4.50 



APPENDIX C 

PUBLIC OPINION SURVEY ON POLICE IN ILLINOIS 
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papers for the Survey_ 
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SURVEY BACKGROUND 

In December 1976, Mr. David West and the Illinois Press 
Association distributed to the Press Association members a 
thirteen question Public Opinion Survey. The Survey, developed 
by the Standards and Goals Project Staff of Illinois Association 
of Chiefs of Police, appeared in 125 newspapers in 68 of the 102 
Illinois counties as a public service for the Illinois Associa
tio,n of Chiefs of Police. The publication of the Survey span-
ned approximately six weeks, from the end of December, 1976 to 
the first week 'of February, 1977. The Survey results were then 
hand tabulated by Staff interns from Western Illinois University's 
Law Enforc.ement Program. 

The Illinois Association of Chiefs of Police had hoped 
to obtain a sufficient response for a valid data base. Un
fortunately, from the entire state, responses totalled only 
576, representing less than six responses from each newspaper, 
an insufficient data base for conclusive direction. Never-the
less, the Staff of the Project did a thorough analysis of 
responses received and concluded that there were some signifi
cant indicators which should be brought to the attention of the 
Standards and Goals Committee and Law Enforcement administrators 
in the State. The Proj ect Staff, therefore, tabulated data to 
reflect, as accurately as possible, the consensus of opinions 
expressed by 576 respondents. 

SURVEY DESCRIPTION 

The purpose of the Survey was to provide the citizens 
of Illinois an opportunity to give input into the Standards 
and Goals development process. It was recognized that time 
and distance limitations on the average citizen prohibits 
active participation in the Standards and Goals process. 
Thit"teen questions were developed to allow the citizen to ex
press his opinion on local police services and indicate areas 
where, in his perception, improvements are needed. 

Further, they were asked with the qualification thH.t 
they answer, "Considering only the police agency serving your 
community or area." As a result, all responses primarily were 
focused on municipal or county police agencies. 

Ten questions regarding various aspects of the police 
agency se'rving the respondent were asked. Answers to the 
questions were structured, so as to be, Excellent, Very Good, 
Good, Fair, Poor, Don't Know or No Opinion. As a built in 
check on the ten questions concerning evaluation of the police 
agency, the respondent was asked to indicate what their police 
agency did best and what their police agency needed most 
improvement in. 

The respondent was asked two additional questions. First, 
the nature of contact with police was asked. The second inquired 
as to the responsibility of citizens to report crime. 
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SURVEY HIGHLIGHTS 

The total,llumerical response to the Survey was 576. The 
results, however, are based on 564 response, the total sub
mitted to Staff at the time of tabulation. 

N= 564 

70 of 102 Illinois counties represented. 

61% Rated the quality of their police agency admin
istration from excellent to fair. 

71% Rated overall performance of their police agency 
from excellent to fair. 

64% Rated the quality of training of their police 
agency from excellent to fair. 

62% Rated the quality of personnel of their police 
agency from excellent to fair. 

61% Rated the relationship with individual citizens 
and their police agencies from excellent to fair. 

54% Rated use of manpower of their police agency from 
excellent to fair. 

55% Rated crime prevention activities of their police 
agency from excellent to fair. 

59% Rated pay and benefit programs of their police 
agency from excellent to fair. 

41% Rated responsiveness to citizen suggestions by 
their police agency from excellent to fair. 

57% Rated overall reputation in the community of their 
police agency from excellent to fair. 

The alternative answers of Poor and Don't Know or No 
Opinion comprises the remaining percent in each of the above 
cases. 

In response to Question #11, 528 of the respondents 
felt a definite responsibility to report information, crim
inal activity and crime to police, while 23 responded nega
tively and 13 with no answer. 
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Respondents to Question #13 indicated contact with the 
police has been: 

None ....... III ................. III • • • 70 
Receiving a Traffic Ticket...... 105 
In Response to an Auto Accident. 27 
As a Victim of a Crime...... .... 129 
o th e r. III • • • • • • • " III • • • • • • • • • • • • • • It • 35 5 
No Answe r. . . . . . . . . . . . . . . . . . . . . . . 19 

746 Contact with Police = 1.3 Contacts per Total 
Responrlents 

In Question #12, a majority of respondents indicated that 
their agency tended to do a good job in the areas of responding 
to calls for service, patroling, traffic control, crime solving 
and public relations. 

Indvidual citizen relations was cited most often as 
needing improvement, recognized as critical even by those' who 
were satisfied with police service in this area. It was in
dicated through the written comments that the citizen was ask-' 
ing for an improvement in the "one-on-one" contact he has with 
the police. The citizen wants police who appear approachable, 
open, friendly or willing to listen. A significant portion of 
this need centered on youth-police relations. llJhile several 
comments indicated the police were too harsh with youths, analy
sis of comments would strongly suggest that there is--in many 
cases--a significant schism between the community's perception 
of behavioral standards for youth and the police department's 
perception of youth standards. Another consistent concern of 
respondents was the need for improvement selection, training 
and promotion of police personnel. Coupled with this concern 
was a perceived need for better selection and training of Law 
Enforcement administrators. 

Among the many comments added to the questionnaire, a 
significant number of them stated similiar themes. These 
themes might be defined as police actions which irritate or 
anger some members of the general public. While some of the 
comments undoubtably are reflective of poor police habits, it 
is reasonable to infer that a significant number of them in
dicate an uninformed public as to basic police procedures. 
Primarily, the most resentment was generated by police be~ 
havior which citizens inferred to be non-productive or "Loaf
ing on the job". The number of comments strongly indicates 
the need for police administrators to upgrade the public under
standing of the police function and to create viable and effec
tive methods of maintain.ing day-to-day c;ommunications with 
members of the community. 

Although the citizen Survey fell far short of producing 
a statistically valid result, the Project Staff is very pleased 
with the fact that some citizens took time to fill in the 
questionnaire and give their insight and opinions on their 
police. Their input has been considered in the Standards and 
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Goals Project and reflected in the decision making process of 
this most important work. The Illinois Association of Chiefs 
of Police and the Staff of the Standards and Goals Project are 
sincerely grateful to Mr. West and the Illinois Press Associa
tion for the very real service which they have provided to 
the people of Illinois and their Law Enfo~cement administors. 

ADDITIONAL DATA 

Accompanying this summary are two tables. Table I is 
a presentation of the numerical responses to each question with 
the exception of Question #12. Table II is an alphabetized 
listing of those newspapers which published the Public Opinion 
Survey. 

TABLE I 

NUMERICAL BREAKDOWN OF RESPONSES TO THE PUBLIC 
OPINION SURVEY ON POLICE IN ILLINOIS 

Presented in this section of the Appendix is the numer
ical display of the responses to the Public Opinion Survey. 
Appearing earlier in this Appendix was a percentage represen
tation of combined numerical responses rankings. It is neces
sary, therefore, to display the actual numerical responses to 
the questions. 

Once again, in examining these responses it must be kept 
in mind that the responses are meant as direction toward areas 
in need of examination or evaluation for the development of 
Standards and Goals rather than a reflection of the "Status 
quo". 

Respondents were further asked to consider only the 
police agencies directly serving them when stating opinions 
or offering suggestions. 
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DON'T KNOW 
VERY OR NO 

EXCELLENT GOOD GOOD FAIR POOR NO OPINION ANSWER --
l. Quality of administration? 72 93 81 99 174 45 
2. Overall performance? 52 103 117 127 157 8 

3. Quality of training? 68 82 119 92 102 93 8 
4. Quality of personnel? 62 90 118 136 138 18 2 
5. Relationship with 

individual citizens? 63 92 89 101 199 17 3 

6. Use of manpower? 44 63 88 112 200 53 4 
7. Crime prevention acitivies? 35 78 77 123 197 46 8 
8. Pay and benefits program? 91 77 109 56 54 168 9 
9 . Responsiveness to citizen 

suggestions? 35 56 61 81 238 86 7 
0\ 
tN 10. Overall reputation in the 
~ community? 54 84 92 94 225 11 4 

1l. Do you believe you have a personal responsibility to report information, 
criminal activity and crime to the police? 

YES NO NO ANSWER 
528 23 13 

13. Your contact with police has been: 
None 70 
Recei ving a traffic ticket 105 
In response to an auto accident 87 
As a victim of a crime 129 
Other 355 
No answer 19 



l 
I 
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TABLE II 

NEWSPAPERS PRESENTING THE PUBLIC 
OPINION SURVEY ON POLICE IN ILLINOIS 

Qne-hundred and twenty-five r'llinois newspapers pre
sented the Public Opinion Survey in their papers as a public 
service. This service provided the public an opportunity 
tq have valuable input into a process whose outcome may have 
lasting affects on their daily lives. The newspapers are 
lsited alphabetically followed by the name of the area and 
the date the Survey appeared. 

DATE 
NEWSPAPER AREA PUBLISHED 

Advocate Wilmington 01~O5-77 

Advocate West Salem 01-12-77 
American Bethalto 01-06-77 
Antioch Reporter Grayslake 01-06-77 
Argus Abingdon 12-30-76 
Auburn Citizen Auburn 01-13 & 21-77 
Banner St. Elmo 01-12-77 
Bee New Berlin 02-04-77 
Blade Fairbury 01-06-77 
Bureau Co. Republican Princeton 12-30-76 
Bureau Valley Chief Tiskilwa 01-06-77 
Byron Tempo Byron 01-12 & 14-77 
Calhoun Herald 01-20-77 
Carrol Co. Review Thomson 01-27-77 
Chatham Clarion Chatham 01-14-77 
Chronicle Batavia 01-12 & 21-77 
Courant Coal City 01-05-77 
Courier Bigson City 01-06-77 

Daily American West Frankfort 12-28-76 

Daily Chronicle DeKalb 01-03-77 

Daily Ledger Canton 01-05-77 

Daily News-Record Flora 12-:28-76 

Daily Record Lawrenceville 01-05-77 

Daily Times-Press Streator 01-04-77 
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NEWSPAPER 

Democrat News 

Des Plaines Journal 

Dewitt County Observer 
Dispatch Times 
Divernon News 

Elm Leaves 

DuPage Co. Star 

En terprise 

Examiner 

Fairview Heights Tribune 
Fremont Patriot 

Forest Leaves 

Fox Lake Press 

Frontier Enterprise 
Gayette 

Gurnee Press 
Herald 

Herald 

Herald 

Herald 

Herald 

Herald 

Illinois Farmer 

Illinoian - Star 
Journal 

Journal 

Journal 

Lake Villa Record 
Leader 

Leaves 

Ledger 

Ledger 

Leyden Star-Sentinel 
Life 

Livingston Reporter 

AREA 

Jerseyville 

Des Plaines 

Clinton 

Mendon 

Divernon 

Elmwood Park 

DuPage County 

Pulaski Mounds 
Winfield 

Fairview Heights 

Grayslake 

Forest 

Grayslake 

Lake Zurich 
Durand 

Greyslake 

Collinsville 

Franklin Park 
Harvard 

Mascoutah 

Maywood 

Northlake 
Lena 

Beardstown 

Farmer City 

Gulf Miles 
LeRoy 

Lake Villa 

Vandalia 

Oak Forest 
Oswego 

Steeleville 
Leyden 

Berwyn 

Livingston 
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DATE 
PUBLISHED 

01-10-77 

01-06-77 

12-30-76 

12-30-76 

01-14 & 21-77 
02-09-77 

01-07-77 

12-29-76 

01-05-77 

01-06-77 

01-06-77 

01-26-77 

01-06-77 

01-06-77 

01-14-77 

01-06-77 

12-28-76 

02-09-77 

01-14-77 

01-05-77 

02-09-77 

02-10-77 

01-12-77 

01-04-77 

12-30-76 

01-06-77 

01-06-77 

01-06-77 

12-30-76 

02-09-77 

12-30-76 

12-31-76 

01-05-77 

12-31-76 

01-20-77 



NEWSPAPER 
Menard Co. Review 
Planet 

Metropolitan 
Minonk News-Dispatch 
Monee Monitor 
The Champaign-Urbana Ne'\'ls 

Gazette 

News Rupub1ican 

News Sentinel 

Niles Journal 

North Chicago Tribune 

Oak Leaves 
Oracle 

Pana News 

Park Forrest South Post 
Pawnee Post 

Peotone Vedette 

Piatt-County Journa1-

Republic 

Progress-Reporter 
Putnam Co. Record 

Record 
Record 
Record 

Record-Herald 
Region News 

Register 
Register 

Reporter 
Republic 

Republican News 

Park Forest Review 

Rocton Hearald 

Rochester Times 
Round Lake News 

AREA 
Greenview 

Metropolis 

Bolingbrook 
Minonk 
Monee 

Champaign-Urbana 
Henry 

Whitesides 

Niles 

North Chicago 

Oak Park 
Oblong 

Pana 

Park Forrest South 

Pawnee 
Peotone 

Monticello 

Momence 
Granvil1 
Plano 
Roodhouse 
Yorkville 
Arcola 

Mt. Zion 
Palatine 

Ri verton 

Mendota 

Geneseo 
Marengo 
Park Forrest 

Rockton 

Rochester 

Grayslake 
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DATE 
PUBLISHED 
12-31-76 

01-06-77 

01-06-77 
01-06-77 
01-05-77 

01-07-77 
12-29-76 

01-05-77 
01-06-77 

01-06-77 

02-24-77 

01-05-77 
01-03-77 

01-05-77 
01·-14-77 

01-05 & 06-77 

12-30-76 

02-24-77 
01-06-77 
01-13-77 
01-06-77 
01-13-77 
01-06-77 
01-20-77 
01-05-77 
01-05-77 

12-29-76 

12-31-76 
01-05-77 
01-05-77 

01-12 & 14-77 
01-14-77 

01-06-77 



NEWSPAPER 

Scope 

South West News Herald 

Sparata-News-P1aindea1er 

Star 

Star 

Star 

Star 

Star 

Star 

St. Charles Chronicle 
Steger News 

Suburban Progress 

Suburban Progress 

Sun 

Sun 

The Herald 

The Press Reporter 

The Quill 

Trenton Sun 

Times 

Times 

Times 

Times Journal 

Tri-City Register 

Village News 

Warren-Newport Press 

Waterloo Republican 

Waterloo Times 
Weekly News 

West Proviso Herald 
Winnebago News 

Wauconda Leader 

AREA 

Davis 

Chicago 

Sparta 

Chicago Heights 

Heyworth 

Hazel Crest 

Homewood 

Matteson 

Park Forrest South 

St. Charles 

Steger 
Chicago 

Schiller Park 

Naperville 

Williamsville 

Melrose Park 

Momence 

Stronghurst 

Trenton 

Grayslake 

Morrisville 

Okawville 

Savanna 

Buffalo 

Medinah 

Grayslake 

Waterloo 

Waterloo 
Eli zabeth 

Bellwood 

Winnebago 

Wauconda 

- 638 -

DATE 
'PUBLISHED 

01-14-77 

01-13-77 

12-30-76 

01-06-77 

01-27-77 

01-06-77 

01-06-77 

01-06-77 

01-06-77 

01-12-77 

01-05-77 

01-06-77 

01-13-77 

01-06-77 

01-05-77 

01-26-77 

01-13-77 

12-29-76 

12-29-76 

01-06-77 

01-06-77 

12-30-76 

12-30-76 

01-05-77 

01-06--7 

01-06-77 

01-26-77 

01-06-77 

01-05-77 
02-09-77 

01-12 & 14-77 

01-06-77 



-~---------------

APPENDIX D 

STANDARD ~PPLICABILITY, TIME FRAME AND 

FUNDING STATEMENT 
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KEY TO TABLE TERMINOLOGY 

* Implementation time frame, Initiate category "Other" indi
cates that the police chief executive must use his discre
tion based on existing conditions within his agency as to 
when to initiate his standards and goals program. 

** Implementation time frame, Completion category "Other" 
where not specifically indicated is defined as not later 
than the fifth year following program initiation. 

*** "Other" funding sources indicates those non-traditional 
sources of financial assistance. For example, a grant 
from a large cooperation, gift from industry or monetary 
support from private citizens or group of citizens in the 
community. 

The majority of recommendations do not appear on the Table 
because the Standards and Goals Committee defined recommen
dations as less directive in nature and implementation was 
a matter for the individual agency. 
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ILLINOIS 
STANDARD 

STANDARD APPLICABILITY" TIME Fruu~ AND 
FUNDING STATEMENT 

NUMBER APPLICABILITY IMPLEMENTATION TIME FRAME FUNDING SOURCES 

INITIATE CONPLETION 
A 

1. ~ 
H 

\'.LI \'.LI Ct:l « (:) 
Z A 

~ ~ ~ « « 0' 
~ H « C!l « ~ « ~ 
~ 

~ \'.LI Z 

~ ~ 
\'.LI A ~ p.., p.. H p:; 

~ ~ r..:: 
E-I 

~ 
\'.LI 0 \'.LI \'.LI \'.LI ~ E-I g3 ~ gs \'.LI 0 C!l ~ u e:1 A i:I:l 

\'.LI Z ~ Z 0 f.t.l E-I 0 
;;E: Ct:l ~ Ct:l H 0 0 0 0 t-.:J til I'Ll 0 z 

1.1 X X X X 

1.2 X X X +,- .L---
1.3 X X X -1-JL. 

I 

1.4 X X X X X Ix 
~ --

i 

1.5 X X X 

I~ 1.6 X X X X X 

1.7 X x X X . X 

2.1 . X X X x X 

2.2 X X X X 

2.3 X X X :.JL. 
3.1 X X X X X X 

3.2 X X X X X 

3.3 X X X X 

3.4 X X X X X 

3.5 X X X X X 

3.6 X X X 
,~ 

3.7 X X X X 
~ 

4.1 X X X X X X 

4.2 X X X 

4.3 X X X X X 
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ILLIN01S 
STANDARD 

STANDARD APPLICABILITY, TIME FRAME AND 
FUNDING STATEMENT 

NUMBER APPLICABILITY IMPLEMENTATION TIME FRAME 

INITIATE COMPLET1ON 

I 
PL1 § CI) 

~ 0 

~ ~ 
« 

H l¢ C!l « 

~ 
!3: Z 

g 
~ 

I:il 0 ~ :>t :>t H ~ 
H 

~ 
I:il 0 

~ H ~ &S gs I:il 0 C!l 

SEl 
z ~ z 

CI) CI) H 0 0 0 0 

-
4.4 X X X 

4.5 X X X 

5.1 X X X 

5.2 X X 5 yrs 

5.3 X X X 

5.4 X X X 

5.5 X X X 

5.6 X X X 

5.7 X X X 

5.8 X X X 

5.9 X X X 

6.1 X X X 

6.2 X X X 

6.3 X X X 

6.4 X X X 

7.1 X X X X i 
7.2 X X X X 

7.3 X X X X . . 
8.l X X X 

8.2 X X X 
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FUNDING SOURCES 

0 

~ 
.l¢ H 

:::> 
~ 0' 

~ ~ 
~ i:..l ~ H I:il PL1 
0 ~ 0 ~ z 
0 I:il 0 
H CI) ~ 0 z 

X 

X 

X X X 

X X X 

X X X 

X X 

X X X 

X X 

X 

X 

X 

X X .X 

X 

X 

X X X 

X 

X 

X X 

X X X 

X 



ILLINOIS 
STANDARD 

STANDARD APPLICABIlITY '. TIME FRAl'IE AND 
FUNDING STATEMENT 

NUMBER APPLICABILITY IMPLEMENTATION TIME FRAME FUNDING SOURCES 

INITIATE COMPLETION 
Cl 

~ 
H 

f.il ~ 

~ 
en Ie 6-~ Cl E ~ ole I Ie H t!> 

~ ~ 
~ 

t3 ~ Z ole ~ ~ ~ ~ t=1 :>l :>-I H ~ ~ ~ 

~ 
~ 0 ~ ~ ~ ~ 

H ~ ~ ~ ~ 0 c.!> ~ U ~ t=l t.:1 § 
~ ~ ~ z 0 ~ 

en en 0 0 0 0 H en ~ 0 z 

8.3 X X X X X 

8.4 X X X X . 
8.5 X X X X X X 

1-

8.6 X X X X 

8.7 X X X X X. X 

B.B X X X X X X 

8.9 X X X X X X 

B.10 X X X X X X 

9.1 X X X 

9.2 X X X X X 
1-

9.3 X X X X X 

9.4 X X X X 

10.1 X X X X X .X 

10,2 X X X X 'X X 

10.3 X X X X X X 

11.1 X X X ~8 mo. X X X . 
11.2 X X X X X - -
11.3 X X X -
.11.4 X X X X X 

11.5 X X K. X X 
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ILLINOIS 
STANDARD 

b'l'Ai'lDARD Al'PLICAJ:HLl'!'Y, THill FRAME AND 
FUNDING STATEMENT 

NUMBER APPLICABILITY IMPLEMENTATION TIME FRAME 

INITIATE COMPLETION 

II 
~ 

~ 
U) 

~ ~ 

~ ~ ~ 
H 0): 

c.!) 
~ 

~ fii z 
~ ~ ~ >< >< H r:r: 

H ~ ~1J.l 
0 ~ 

0 t!l 

FUNDING SOURCES 

.~ 

.~ 

~ 
.~ 

~ ~ ~ gj u ~ ~ H f§ e:l ~ ~ e:l ~ 
~ z ~ 13 0 ~ 

U) U) H 0 0 0 H U) ~ 0 

11 6 X X X X X X 

117 X X X X X 

12.1 , X X X X X 

12.2 X X X X X X 

12.3 X X X X X 

12 4 X X X X X 

12 I'i X X X X X X X 

12 r:. X X X X X X 

12.7 X X X X X 

13.1 X X X X 

13.2 X X X X X 

13.3 X X X X 

13.4 X X X X X X 
, 

. 13.5 X X X X 

13.6 X X X 

13.7 X X X X . 
13.8 X X X X 

14.1 X X :x 

14.2 X X X 
, 

14.3 X X X X 
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H 
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0' 
ga 
~ z 
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X 
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ILLINOIS 
STANDARD 

~'l'ANJJAi.i.j) AUL.l.G8..Ii.l..L.1TY, TIME FRAL'fE AND 
FUNDING STATEMENT 

NUMBER APPLICABILITY IMPLEMENTATION TIME FRAME -
INITIATE COMPLETION 

~ !=4 til 

~ 0 

~ ~ ~ H C!l le 

~ 
:::: \: ~ ~ 

~ ~ 
~ 0 :>-i H 
~ 

~ ~ 
0 r:LI 

H g3 ~ r:LI 0 C!l ~ 
~ 

z ~ z 
til til H 0 0 0 0 

14.4 X X 

li5 X X X 

14.6 X X X 

~A 7 X X X 

~51 X X X 

lS.2 
, 

X X X 

_]5 ':\ 
< 

X X X 

~~ lJ. X X. X 

~5 5 X X X 

15.6 X X X 

16.1 X X X 

16.2 X X X 

16.3 X X X 

.16.4 X X X 

16.5 X X X 

17.1 X X X X X 

17.2 X X X 
.. -

17 .3 X X X -
18.1 X X .X 

'" -
18.2 X X X 
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FUNDING SOURCES 

'!e 

~ 
« 
·le 

~ r:LI ~ ~ ~ 
rJ 0 P 0 H r:LI 
,...:l t/) ~ 0 

X 

X 

X 

X 

X 

X 

X 

X X 

X 

X 'X X 

X 

X X X 

X X X 

X X X 

X X 

X X X 

0 

~ 
H 

§ 
~ 
~ 
~ 0 z 

X 

X 

X 

X 
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ILLINOIS 
STANDARD 

STANDARD APPLICABILITY, TIME FRAME AND 
FUNDING STA~EMENT 

NL~ER APPLICABILITY IMPLEMENTATION TIME FRl~ 

I I 
I INITIATE COMPLETION 

I 

~ Pil Cf) 

~ A 
~ ~ ~ H c.':l ~ 

~ m ~ 
z 

~ ~ 
A ~ ~ H p:1 

E-l 

~ 
0 ~ 

E-l §3 ~ ~ ~ 

~ 
c.':l ~ 

SE1 
z z 

Cf) Cf) H 0 0 0 0 

. 
18.3 X X X 

18.4 X X X 

19.1 X X X 

. 19.2 X X X 

19.3 X X X 

19 .L~ X X X 

19.5 X X X 

~ 
19.6 X X X 

19.7 X X X 

19.8 X X X 

19.9 X X X 

19.10 X X X -
19.11 X X X 

.19.12 X X X 

19.13 X X X 

19.14 X X X 
.' 

19.15 X X X 
· 

- · 

· I 
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A 
ga 
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APPENDIX E 

ILLINOIS ASSOCIATION OF CHIEFS OF POLICE 
STANDARDS AND GOALS PROJECT 

PROJECT GEOGRAPHICAL CALENDAR 
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City or Town 

Bloomington 

Champaign 

Collinsville 

DeKa1b 

East Peoria 

Elk Grove Village 

Evanston 

Galesbu~rg 

Glen Ellyn 

Harrisburg 

Matteson 

Mendota 

Oregon 

Peoria 

Pontiac 

Rochelle 

Rosemont 

APPENDIX E 

PROJECT GEOGRAPHICAL CALENDAR 

MeetinLt!~ld. or Function Attended 

Extra-Departmental Relations Sub-Committee -
3/24/77, 1/12/77 

Training Sub-Committee - 3/16/77; Illinois Law 
Enforcement Training Directors Association, 
lecture on Standards and Goals 'process -
11/10/76; lecture on Standards and Goals 
training standards - 11/1/77 

Standards and Goals Committee - 7/14-15/77 

Press Relations, Northern Illinois University, 
lecture on press relation standards - 6/14/77 

Administration Sub-Committee - 10/29/76 

Personnel Sub-Committee - 3/22/77, 1/4/77, 
11/8/76 

Northwestern Training Institute, lecture on 
Standard and Goals process - 4/7/77 

Standards and Goals Committee - 4/14-15/77 

Support Services Sub-Committee - 1/13/77 

Support Services Sub-Committee - 10/26/76 

Support Services Sub-Committee - 3/15/77 

Operations Sub-Committee - 3/21/77, 1/7/77, 
11/5/76 

Press Panel, addressed press relation 
standards - 6/14/77 

Standards and Goals Committee - 7/18/76 and 
Semiannual Illinois Association of Chiefs of 
Police Conference 

Extra-Departmental Relations Sub-Committee -
11/4/76; Training Sub-Committee - 11/4/76 

Standards and Goals Committee - 12/16-17/76 

Standards and Goals Committee - 2/17-18/77 
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Springfie ld 

st. Cbarles 

St. Louis 

Waukegan 

Winnetka 

• 

Standards and Goals Committee - 10/15/76, 
10/20/77 

Illinois Association of Chiefs of Police 
Semiannual Conference, 7/16-17-18/77 

Illinois Association of Chiefs of Police 
Annual Conference, 1/22/77 

Lake County Chiefs of Police Association, 
Lecture on Standards and Goals Process. 

Administration Sub-Committee - 1/19/77, 
5/13/77; Training Sub-Committee - 1/5/77 
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APPENDIX F 

ILLINOIS ASSOCIATION OF CHIEFS OF POLICE 
STANDARDS AND GOALS PROJECT 

CONTRIBUTORS 

The Committee and Staff of the Standards and Goals 
Project express their sincere appreciation for the generous 
contributions of time and effort made by so many people on 
behalf of the Project. 

Although we have listed only contributions of record, 
we also wish to thank the mUltitude of other individuals 
who helped so very much in so many ways. 

We believe that they all may take justifiable pride 
in having made this significant report possible . 
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CONTRIBUTORS 

Jerry Adams 
Donald M. Barry 
William o. Brey 
John Conrad 
Fern A. Derning 
Theodore Elzerman 
Roland "Bud" Erber 
Theodore N. Ferdinand 
Francis J. Flanagan 
Thomas D. Fogarty 
Marx Gibson 

Greater Egypt Regional 
Planning and Development 
Commission Staff 

Irving Haviland 
Russell Hawks 
Howard Heinen 
Robert Humphrey 
Robert N. Hutchison 

Illinois Police 
Association Staff 

Jeff Ives 
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Paul N. Keller 
Glen D. King 
Richard D. Klatzco 
Robert H. Kaulfuss 
David C. Lindberg 
Carol Link 
Robert I. MacFarlane 
William M. Madden 
John Madl 
William C. McHugh 
John Moran, Jr. 
Michael J. O'Donnell 
Mervin G. O'Melia 
Harold Peterson 

Police Training 
Institute Staff 

Stephen A. Schiller 
Wayne Schmidt 
Fred N. Stoecker 
Charles W. Strand 
Silver Suarez 
David West 
Walter Witt 

• 

• 



APPENDIX G 

THE HISTORY OF POLICE 
STANDARDS AND GOALS IN ILLINOIS 
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THE HISTORY OF POLICE 
STANDARDS AND GOALS FOR ILLINOIS 

On October 20, 1971, the Administrator of the Law Enforce
ment Assistance Administration (LEAA) appointed The National 
Advisory Commission on Criminal Justice Standards and Goals. 
The Administrator charged this Commission with the important 
task of formulating national criminal justice standards and 
goals that would enhance crime reduction and prevention if 
accepted and implemented at the State and local levels. 

The Commission eventually produced six reports. Among 
them was the National Advisory Commission's report, Police, 
which contained 122 standards and recommendations for improving 
police service in America. 

Prompted by the realization that State and local cooper
ation and participation are vitally important to any widespread 
effort to strengthen our nation's system of law enforcement, a 
year after the national reports were published and disseminated 
LEAA made money available to all states for the development of 
State level Standards and Goals. The responsibility for seeing 
this mission accomplished fell to the State planning 
agencies, which in the case of Illinois is the Illinois Law 
Enforcement Commission (ILEC). ILEC discretionary funds became 
available in 1974 for State level development of Standards and 
Goals. 

Moving in concert with the course of events, the Illinois 
Association of Chiefs of Police (IACP) was acutely aware of the 
NAC report, Police, and its potential impact on law enforcement 
in this state. Their concern for enhancing and improving police 
effectiveness in Illinois led to formulation of a committee in 
May of 1974 to determine Association involvement with State-level 
Standards and Goals. 

The original members of this committee, appointed by then 
Association President Ronald V~izer, were: Superintendent Allen 
Andrews, Peoria; Chief Eldon Quick, Rantoul; Chief Delbert 
Peterson, Rockford; Chief Wilbur Reichert, Oak Park, Chief Lewis 
Dreith, Bethalto; and Director John Madl of the Police Service 
Bureau. 

Initial efforts of the IACP Committee focused on the 
following tasks: 

1. Considering the feasibility of establishing a 
program within the Illinois Association of Chiefs 
of Police to develop police standards and goals 
for the State of Illinois. 

2. Determining the structure and means through 
which such a program would be accomplished. 
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3. Recommending to the Executive Committee on the 
feasibility of action toward development of a 
standards and goals program, and recommending 
further action toward its accomplishment. 

4. Development of a federal grant proposal to the 
Illinois Law Enforcement Commission for the pur
pose of supporting a standards and goals develop
ment program. (from a Police Service Bureau 
Memorandum August 2, 1974) 

In July 1974, the committee had completed its work and, 
with the support of the Police Service Bureau, set forth five 
recommendations: 

1. To recommend to the executive committee that ... IACP 
.. . involvement and accomplishment of a program to 
develop Illinois police standards and goals was 
feasible. 

2. That the executive committee approve the appoint
ment of a permanent standards and goals committee, 
responsible for preparation and conduct of a 
development program. 

3. That a grant request be developed and submitted by 
the .. . IACP ... for financial support of the 
standards and goals program. 

4. That a series of resolutions be immediately pre~ 
pared, processed through the resolution and execu
tive committees, and submitted to the general 
membership of 29 July for approval. These resolu
tions would obtain membership approval for parti
cipation of the Illinois chiefs in the standards 
and goals program. 

5. That the .. . IACP ... recognize the need for admin
istrative and technical support from the Police 
Service Bureau in accomplishment of the standards 
and goals program, and identify that agency as the 
principal supportive body to the permanent com-
mi ttee on standards and goals. (from "A Concept 
of LIE S&G1s for the State of Illinois," Poli.ce 
Service Bureau) 

The IACP accepted these recommendations and created a 
standing Standards and Goals Committee, the nucleus of which 
was composed of the same members who had served on the Standards 
and Goals Feasibility Committee. This Committee began meeting 
bimonthly with Police, Service Bureau administrative support . 
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Steps were now under way to obtain a grant in the name of 
the Association to develop Illinois standards and goals utiliz
ing the NAC report on, Police, as the basic resource document. 
ILEC gnidelines required matchjng funds for such a grant award. 
Throughout 1975 attempts were made to locate the necessary match 
funds. Chairman Andrews succeeded in this regard in December, 
1975 with the promise of a donation to the Association from 
the Caterpillar Tractor Company located in Peoria, Illinois, 
and the necessary grant d.ocuments were prepared and submitted 
to ILEC. 

In June, 1976 Committee Chairman Andrews received word 
from ILEC that the grant would soon become a reality and that 
no match funds would be required. There remained howe'ver 
certain grant document revisions and refinements. Finally, 
on July 18, 1976, at a meeting of the originally constituted 
Standi:l.f'ds and Goals Committee, then Association President 
William Brey announced the successful culmination of Committee 
efforts. ILEC grant approval had been obtained and a Standards 
and Goals Project Director had been hired. Selected to fill 
the position of Project Director was Don R. Derning, past Chief 
of the Winnetka, Illinois Police Department and a member of the 
Police Task Force of the National Advisory C0mmission on 
Criminal Justice Standards and Goals which pre.pated the NAC' s 
report, Police. 

The history of Police Standards and Goals in the State of 
Illinois does not end with this Report. It simply closes one 
chapter of it. Illinois police practitioners will proceed to 
to generate new chapters as they act upon the standards and 
recommendations embodied in this Report and bring them to the 
implementation phase. 
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