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Law Enforcement Assistance Funding: A Continuing Priority

I n the past two and a half years, the 18,000
state and local law enforcement agencies in
the United States have been working tirelessly
to combat the menace of terrorism. Police offi-
cers have been asked to tackle new challenges
and confront a multitude of new threats. As a
result of their efforts, our agencies now play a
vital and indispensable role in the investiga-
tion of, prevention of, and response to terrorist
acts, while at the same time they have contin-
ued to fulfill their primary responsibilities to
protect our communities from more traditional
acts of crime and violence.

As police chiefs, we know that meeting
these dual responsibilities has been neither
easy nor inexpensive. After September 11,
2001, agencies and officers who had been
trained and equipped to deal with traditional
crimes were forced to switch their focus to
identifying and apprehending individuals
whose motivations and objectives, weapons
than traditional criminals. As a result, already
tight state, county, municipal, and tribal bud-
gets were forced to absorb the costs associated
with increased training needs, overtime, and
equipment purchases. Add to this the expenses
we absorb each time the national alert status is
elevated, and resources are stretched to the
breaking point.

For two and half years, our agencies and
our officers have willingly made the sacrifices
necessary to meet this challenge. We have
done so because we understand the impor-
tance of what we have been asked to do, and
we remain committed to fulfilling our mission
of protecting the public. But the expenditure of
resources necessary to maintain this effort
have left many police departments in a finan-
cial situation so dire that their ability to pro-
vide the services their citizens expect, and de-
serve, has been threatened.

Just how bad is it? Bad enough that at a
time when police agencies are being asked to
play a bigger role in homeland security many
have been forced to lay off officers. One dra-
matic example of this disturbing situation re-
cently occurred in Oregon, where budgetary
pressures forced the Oregon State Police to lay
off more than 120 state troopers and eliminate
the positions of 150 support personnel.

This situation is simply intolerable. It must
not be allowed to continue.
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Unfortunately, the recently proposed fiscal
year 2005 federal budget does little to address
this critical need. In fact, if enacted, the propos-
als would likely make the financial difficulties
faced by many state, local, and tribal law en-
forcement agencies considerably worse, forc-
ing many more agencies to reduce services and
lay off additional officers.

According to an analysis prepared by the
IACP, the proposed budget would, at a mini-
mum, reduce funding for primary law enforce-
ment assistance programs at the Department
of Homeland Security and the Department of
Justice by more than $1.4 billion. This includes
significant cuts in programs such as the Local
Law Enforcement Block Grant, the Edward
Byrne Memorial Grant, the Community Ori-
ented Policing Services Program, and the State
Homeland Security Grant. All of these pro-
grams have played a vital role in recent years
in dramatically increasing the capabilities and
effectiveness of our agencies. There is no doubt
that targeting these critical programs for re-
ductions of this magnitude has the potential to
weaken the ability of our agencies to protect

Chief Joseph M. Polisar
Garden Grove, California

our communities from both traditional acts of
crime and the new specter of terrorism. This is
clearly unacceptable.

At this crucial time in our nation's history,
when our states, cities, and towns are doing all
that they can to ensure the safety of their popu-
lace, it is imperative that we ensure that our
law enforcement agencies have the resources
necessary to accomplish their mission. In the
coming months, the IACP will be doing all that
it can to ensure that our elected officials under-
stand the needs of the law enforcement com-
munity and the resources that we need to meet
the challenges that face us are made available.
We will drive home the message that funding
for our nation's law enforcement agencies is an
issue that must be viewed as separate and
apart from politics. This is not the time to
allow partisan differences to delay or hinder
efforts to aid our police officers. It is an issue
that must be a shared priority of both the ad-
ministration and Congress.

Over the years, we have often heard elect-
ed officials reaffirm their support for our
troops regardless of whether or not they
agreed with the mission that they were being
asked to accomplish. Indeed, many elected of-
ficials have made it clear that they will support
funding measures for military operations that
they oppose because it is unthinkable that our
soldiers could find themselves deprived of the
necessary resources while they risk their lives
to protect ours.

The same should hold true for our nation's
law enforcement officers. Just like the brave
men and women who serve in our armed
forces, police officers place themselves in
harm's way daily. On average, 150 lose their
lives in the line of duty each year. Police offi-
cers are this nation's frontline troops in protect-
ing the homeland. Every day they are dealing
with terrorist threats, murders, rapes, rob-
beries, drugs, burglaries, auto thefts, and myrk
ad other crimes.

Police officers deserve the thanks of our cit-
izens and the support of our elected leaders. It
is time for Congress and the administration to
put aside partisan differences over how to as-
sist state and local law enforcement agencies
and to work together to ensure that our offi-
cers have the tools they need to win the battles
that they fight each and every day. O
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2005 Federal Budget Proposal Released; State and Local
Law Enforcement Assistance Programs Face Cuts

By Gene Voegtlin, IACP Legisla-
tive Counsel, and Jennifer Boyter,
IACP Legislative Analyst

resident Bush has released his proposed

budget for fiscal year 2005. Over all, the
budget request totaled $2.4 trillion. For the De-
partment of Justice, the president requested
$22.1 billion, a 12 percent increase over fiscal
2004. For the Department of Homeland Securi-
ty, the president requested $40.2 billion dollars,
a 10 percent increase over 2004.

State and local law enforcement assistance
programs did not fare well in the proposed
budget. Over all, funding levels for assistance
programs that are primarily designed to assist
state and local law enforcement agencies were
reduced by $1.455 billion from 2004 levels.
This includes funding for assistance programs
at both the Department of Justice and Depart-
ment of Homeland Security.

Department of Justice

Funding for the three main law enforce-
ment assistance programs—the Local Law En-
forcement Block Grant (LLEBG), the Edward
Byrne Memorial Grant, and Community Ori-
ented Policing Services (COPS)—was signifi-
cantly reduced in the proposed budget.

As in the past two proposed budgets, the
administration proposes to shuffle and consol-
idate many of the local and state law enforce-
ment assistance grant programs. Under the
proposed budget, the Edward Byrne Memorial
Grant program and the Local Law Enforce-
ment Block Grant (LLEBG) would be com-
bined into a single program known as the Jus-
tice Assistance Grant (JAG).

In fiscal 2004 these two programs received
$884 million, which was a significant cut from
fiscal 2003, when the two programs received
$1.377 billion. The 2005 budget proposes that
these two programs receive only $508 million,
which is a 42 percent decrease from 2004 fund-
ing levels, and a 63 percent cut from 2003.

The budget for the Community Oriented
Policing Services would also be significantly
reduced. The administration proposed just $97
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million for the program, down from $756 mil-
lion in 2004 and $1.15 billion in 2003. This rep-
resents an 87 percent decrease from last year,
and a 91 percent decrease since 2003.

In 2004 the total funding for these three
programs was $1.64 billion. The 2005 budget
request is just $605 million, a reduction of
$1.035 billion, or 63 percent.

The proposed 2005 budget continues a
steady decline in funding levels for these three
programs over the last five several years. Since
fiscal 2002 the funding levels for these pro-
grams have declined more than $1.8 billion.

Department of Homeland Security

Although the Department of Homeland Se-
curity would receive a 10 percent increase over
last year's funding, there are also significant
cuts in funding for grants to first responders.
There are three main programs from which
law enforcement agencies are eligible to obtain
funds: the State Homeland Security Grant pro-
gram (SHSG), the Law Enforcement Terrorism
Prevention program (LETPP), and the Urban
Area Security Initiative (UASI).

SHSG funds are distributed to the states ac-
cording to a formula; 80 percent must be
passed on to local governments. These funds
are not designated solely for law enforcement
use but can be used to fund a wide range of
other public safety agencies, such as fire and
emergency medical services departments, who
have responsibilities related to responding to
terrorist attacks. The proposed funding level is
$700 million, down $1 billion (58 percent) from
2004.

LETPP funds are designated solely for the
use of state and local law enforcement agen-
cies. They can be used to cover the cost of
homeland security-related planning, organiza-
tion, training, exercises, and equipment. This
program remains unchanged from the current
year's funding level. In addition, ODP also
manages the Center for Domestic Prepared-
ness that provides funding for state and local
training programs. (SLTP)

In 2004 the total funding for these pro-
grams totaled $3.268 billion. Of that total,
SHSG received $1.7 billion, LETPP received

$500 million, the UASI received $866 million,
and SLTP received $202 million

The proposed 2005 funding for these three
programs is $2.733 billion, a reduction of $520
million, or 17 percent, from fiscal 2004. Of that
total, SHSG received $700 million, LETPP re-
ceived $500 million, the UASI received $1.446
billion, and SLTP receieved $87 million.

The substantial increase in the UASI
(which funds only 50 urban areas) offsets a
dramatic reduction in the SHSG. Under the
proposed budget, funding for the SHSG is re-
duced by $1 billion. This means that public
safety agencies in all 50 states must now divide
$700 million. Excluding urban grants, the pro-
posed funding for most state and local public
safety agencies is reduced by 46 percent from
fiscal 2004 levels.

Combined Funding Proposals

When combined, the proposed fiscal 2005
funding levels for Department of Justice and
Department of Homeland Security assistance
programs is 3.251 billion. This is a reduction of
$1.57 billion or 31.9 percent from the combined
fiscal 2004 level of $4.908 billion. It is also im-
portant to note that if the Urban Area Security
Grant program is excluded from considera-
tion, the decreasefrom fiscal 2004 and fiscal
2005 combined funding levels is $2.15 billion, a
reduction of 53 percent.

Next Steps

The president's budget proposal represents
the first step in the federal budget process. The
House and Senate Budget Committees will
soon begin work on drafting the Congressional
Budget Resolution. This nonbinding docu-
ment serves as a statement of Congress's prior-
ities in the budget process. At the same time,
the various subcommittees of the House and
Senate Appropriations Committees will begin
their efforts to craft the 13 appropriations bills
that actually fund the federal government. The
IACP will be working closely with members of
Congress to ensure that the needs of the state
and local law enforcement community are ade-
quately addressed in fiscal year 2005. O
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New U.S. Supreme Court Decision
Approves “Informational” Checkpoint

By Julie A. Risher, Public Safety
Attorney, Winston-Salem, North
Carolina

January decision of the U.S. Supreme Court
heds new light on the constitutionality of
vehicle checkpoints, specifically "information-
al" checkpoints. This column reviews that case,
Illinois v. Lidster, and vehicle checkpoints in
general.

Checkpoint Challenged

On August 30, 1997, Detective Vasil spent a
few hours standing in the middle of the east-
bound lanes of busy North Avenue wearing an
orange reflective vest. He stopped each vehicle
that passed for only 10-15 seconds to hand the
driver a flyer that read: "Fatal hit and run acci-
dent. Assistance needed in identifying the ve-
hicle and driver involved in this accident,
which killed a 70-year-old bicyclist." Vasil
asked drivers only what they had seen there
the previous week. The officer hoped that one
of the drivers was regularly on the road at this
time and might have information about the
fatal accident.

Suddenly, a vehicle in line swerved and al-
most struck Vasil, who jumped out of the way.
When he approached the driver, Vasil smelled
alcohol on the driver's breath and noticed that
his speech was slurred. Another officer per-
formed sobriety tests. After the tests, officers
arrested the driver, Robert S. Lidster, for dri-
ving while impaired.
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At trial, Lidster challenged his arrest and
evidence from the stop, arguing that the infor-
mation-seeking checkpoint violated his Fourth
Amendment protection against unreasonable
seizure. The trial court denied the motion, and
the defendant appealed. The Illinois Supreme
Court reversed the trial court, relying on Indi-
ana v. Edmond.! (In Edmond, the U.S. Supreme
Court had disapproved a drug checkpoint,
finding that it constituted an unreasonable
seizure.?) The U.S. Supreme Court disagreed,
however, and upheld the information-seeking
stop as constitutionally reasonable.

To understand why theLidster checkpoint
is constitutional when the drug checkpoint is
not requires review of the Court's decisions in-
volving stops not based on individualized sus-
picion. The Court has recognized limited cir-
cumstances in which the Fourth Amendment's
usual requirement of individualized suspicion
does not apply, but all stops must be reason-
able. To determine reasonableness, courts bal-
ance the public interest the stop serves and the
individual's right to be free from governmental
interference.

The Court has allowed certain vehicle
checkpoints without individualized suspicion.
Whether a vehicle checkpoint is reasonable de-
pends on (1) the gravity of the public concern,
(2) the degree to which the seizure addresses
or advances the public concern, and (3) the
severity of interference with individual
liberty.3 Using these factors, the Court has ap-
proved vehicle stops at border checkpoints
and driver's license and registration check -
points under specific circumstances. The Court
has limited law enforcement, however, by
holding that checkpoints created for general

crime control (including drug enforcement) are
not constitutional. Illinois v. Lidster provides
the latest guidance on where the constitutional
line lies when officers have no particularized
suspicion.

Border Patrol Checkpoints

The Court analyzed a permanent immigra-
tion checkpoint 66 miles north of the Mexican
border.* A uniformed agent visually screened
all northbound vehicles, directing some to a
secondary checkpoint to answer questions
about citizenship and immigration status for
three to five minutes. The Court considered
that the extremely important national policy
limiting immigration could only be served by
interior checkpoints, because the vast border
cannot be controlled effectively. Further, this
interest outweighs the checkpoint's minimal
intrusion on driver privacy. The agent's plain-
view visual inspection was not a search. Even
if a driver were stopped, he only answered a
question or two and produced a citizenship
document. Consequently, the checkpoint was
constitutionally valid.

Driver's License Checkpoints

The Fourth Amendment's reasonableness
standard prohibits officers from randomly
stopping vehicles to check driver's licenses and
registration.® In Delaware v. Prouse, a patrolman
stopped a vehicle without reasonable suspi-
cion to check the driver's license and registra-
tion. He seized marijuana in plain view. Ad-
dressing the stop's constitutionality, the Court
noted that the public interest in ensuing that
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motorists are licensed and cars are registered
justified the checkpoint's slight intrusion on
motorists. In Prouse, however, the officer had
unbridled discretion regarding which cars to
stop, making the checkpoint unconstitutional.
By contrast, license checkpoints conducted in a
systematic, predesignated manner are consti-
tutional.

Sobriety Checkpoints

Sobriety checkpoint stops without individ-
ualized suspicion are constitutional.® Consid-
ering a checkpoint program to detect drunk
drivers, the Court noted that each stop lasted
approximately 25 seconds. Officers directed
any driver who showed signs of insobriety to
the side and administered field tests; intoxicat-
ed drivers were arrested. The Court held that
the magnitude of the government's interest in
eradicating the increasing problem of drunken
driving outweighed the slight intrusion the
stop imposed on all motorists.

General Crime Control Checkpoints

Vehicle checkpoints for general crime con-
trol are constitutionally unreasonable.” At an
Indianapolis checkpoint to detect unlawful
drugs, each driver was briefly stopped and
asked to produce a driver's license and regis-
tration. The officer looked for any signs of im-
pairment and conducted a plain view exami-
nation of the car. A narcotics detection dog
walked around the outside of each vehicle.
Each stop was conducted in the same manner
and lasted five minutes or less. The Court con-
cluded that a roadblock to check for narcotics
was an investigation for general criminal activ -
ity. The Court noted:

We decline to suspend the usual requirement of
individualized suspicion where the police seek to
employ a checkpoint primarily for the ordinary
enterprise of investigating crimes. We cannot
sanction stops justified only by the generalized
ever present possibility that interrogation and in-
spection may reveal that any given motorist has
committed some crime.

Informational Checkpoints

Ilinois v. Lidster asks, Are information-seek-
ing checkpoints constitutional® The Court an-
swered Yes, concluding that the substantial in-
terest in solving a serious crime outweighed
the minor intrusion the stop imposed on mo-
torists. Applying the balancing test, the Court
noted that the government's interest in solving
a deadly hit-and-run accident is a grave public
concern, and the checkpoint's purpose was not
general crime control but investigation of a
specific, particular crime. The checkpoint was
narrowly tailored to advance the government
interest (same location as the crime, about one
week after the crime, and at approximately the
same time of day). Finally, stops were extreme-
ly brief, systematic, and limited in scope to a
request for information. There is no Fourth

Amendment prohibition on officers simply
asking citizens in a public place for voluntary
cooperation in providing information. Reject
ing the argument that allowing information
stops would result in a proliferation of check-
points, the Court pointed to the limitations of
police resources and community intolerance of
traffic interferences as inherently limiting
forces.

Although the Fourth Amendment permits
information-seeking checkpoints, the protec
tion against unreasonable search and seizure
still applies to the procedures used:

= The crime about which information is
sought must be serious.

= Checkpoints must be narrowly tailored
(location, time of day, and duration) to the in-
vestigative purpose.

= All checkpoint stops must be brief and
systematic; arbitrary stops are unconstitution -
al.

= Officers may not stop vehicles to conduct
generalized interrogation.

Information-seeking checkpoints are an im-
portant tool for law enforcement. Witnesses
may not realize that they have useful informa-
tion.? Ours is a mobile society; notifying dri-
vers about crimes may be the only way to
reach potential witnesses in some cases. How-
ever, agencies should diligently follow the
Court's guidance during checkpoints (stops
without individualized suspicion) to avoid
converting a useful law enforcement tool into
an unreasonable (and therefore unconstitu-
tional) stop.

The author gratefully acknowledges the assistance of
research intern Christina E. Foglio, Wake Forest Univer-
sity School of Law.

tlinois v. Lidster, 779, N.E.2d 855 (Ill. 2002), over-
turned by Illinois v. Lidster, —U.S.—(2004).

2City of Indianapolis v. Edmond, 531 U.S. 32, 41
(2000).

3Brown v. Texas, 443 U.S. 47,99 (1979).

4United States v. Martinez-Fuerte, 428 U.S. 543,
566, 546 (1976).

5Delaware v. Prouse, 440 U.S. 648 (1979).

8Muichigan v. Sitz, 496 U.S. 444, 455 (1990).

"City of Indianapolis v. Edmond, 531 U.S. 32 (2000).

81linois v. Lidster, —U.S.—(2004).

Schneckloth v. Bustamonte, 412 U.S. 218, 225
(1973).
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IACP Technology Coordination Panel

G. Matthew Snyder, Manager,
IACP Technology Center

he IACP Technology Coordination Panel

has continued to meet its original mandate
of ensuring that IACP's technology activities
are well synchronized. Established by then-
IACP President Michael Robinson in 1999, the
Technology Coordination Panel is composed
of the association's key technology-related
committee chairmen, section chairmen, senior
leadership, and key staff. The effectiveness of
the committee can be seen in the expanded
technology focus of many IACP entities.

The Technology Coordination Panel meets
four times each year, once at the annual IACP
conference, once at the annual IACP Law En-
forcement Information Management Section
(LEIM) conference, and twice by teleconfer-
ence. Chairman Joseph G. Estey, first vice pres-
ident of the IACP, often uses e-mail as a forum
to discuss pressing issues. The meetings have
proven effective at keeping all relevant com-
mittee and section chairpersons apprised of
each other's technology-related initiatives. This
cooperative process has yielded better re-
source management, better product develop-
ment, and a better-educated body of members.

In 2004 the Technology Coordination panel
launched the IACP Leadership in Technology
awards program. The program, which has
been sponsored by iXP Technologies, is a
means to recognize advancements in law en-
forcement management and operations
through the use of technology. Details of the
program may be found online at the IACP
Technology Clearinghouse Web site,
www.lACPtechnology.org. The diverse and
distinguished Technology Coordination Panel
members serve as the award program's judges.
Award winners will be announced at a formal
banquet scheduled for May 5, 2004, at the
IACP LEIM conference in Sacramento, Califor-
nia. Award winners will be asked to make pre-
sentations during the IACP Technology Insti-
tute workshop series at the annual IACP
conference in Los Angeles. A brief window of
opportunity exists to submit nominations for
this first annual award.

The Technology Coordination Panel will
continue to serve as the forum to filter infor-
mation technology concerns across the rele-

vant committees, sections, and staff program
managers. IACP members are encouraged to
present ideas, suggestions, or questions for the
coordination panel through the IACP Technol-
ogy Center manager, Matt Snyder
(snyderm@theiacp.org).

The impact of the Technology Coordination
Panel can best be seen at the IACP LEIM con-

Comprehensive Technology
Coordination Panel (TCP)
Meeting Schedule

Sacramento, California

April 30,2004

= Private Sector Liaison Committee
(PSLC) Security Officers Subcommittee

«PSLC Security Technology Subcom-
mittee

«PSLC Emergency Management
Subcommittee

«PSLC Alarms and Mobile Security
Devices Subcommittee

«PSLC Information Age Crime
Subcommittee

May 1, 2004

= Communications and Technology
(C&T) Committee

«Criminal Justice Information Systems
(CJIS) Committee Meeting

«PSLC Plenary Meeting

May 2, 2004

«C&T Committee Meeting

«CJIS Committee Meeting

«Joint C&T, CJIS, and PSLC Meeting

May 3, 2004
«TCP Leadership Meeting
«NIJ Technology Review
«Technology Tutorial
«Law Enforcement Information
Management Section Conference
(LEIM) Registration
«LEIM Welcome Reception
May 4-7 2004
«LEIM Meeting
Full LEIM agenda and registration
information is available at
www.lACPtechnology.org.

ference. The event has been expanded to in-
clude the midyear meetings of the Private Sec-
tor Liaison Committee, Communications and
Technology Committee, and Criminal Justice
Information Systems Committee. The coordi-
nation of these meetings has allowed each com-
mittee to efficiently and effectively direct its at-
tention to the numerous significant technology
challenges facing the law enforcement commu-
nity. Communications interoperability, infor-
mation technology integration, technology
standards, intelligence sharing, and spectrum
management are examples of the complex is-
sues the TCP deals with. IACP members are en-
couraged to attend these meetings and con-
tribute to the important work being conducted
by the Technology Coordination Panel. O

Technology Coordination
Panel Members

Chairman Joseph G. Estey
First Vice President, IACP
Harlin R. McEwen
Communications and Technology
Committee
Richard Stanek
Criminal Justice Information Systems
Committee

Edward Appel
Joint Council on Information Age Crime
Peter Modaferri
Police Investigative Operations
Committee

Thomas Seamon
Private Sector Liaison Committee

G. Thomas Steele

Law Enforcement Information

Management Section

G. Matthew Snyder

IACP Technology Center
Jennifer Hicks

Law Enforcement Information
Technology Standards Council

John Firman
IACP Research Division
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Where do the good ideas come from?

In this column, we offer our readers the opportunity to learn about —
and benefit from — some of the cutting-edge technologies being implemented
by law enforcement colleagues around the world.

Texas Agency to Acquire
High-Speed Wireless System

Sierra Wireless announced that it has pro-
vided next-generation wireless technology to
law enforcement professionals in Texas. The
Harris County Sheriff's Office, one of the old-
est law enforcement agencies in Texas, is in the
process of outfitting approximately 600 patrol
vehicles and 300 detectives with a high-speed
mobile solution powered by the Sierra Wire-
less AirCard 555. The new wireless system will
replace an existing system and is designed to
help officers retrieve critical information in the
field with CDMA2000 1X technology from
Sierra Wireless.

"In order to empower our front-line police
officers and increase officer safety and perfor-
mance, we turned to a next-generation wire-
less solution from Sierra Wireless," said Major
Mike Smith of the Harris County Sheriff's Of-
fice. "The migration process from the AirCard
300 to the AirCard 555 is seamless and the en-
hanced service went beyond our expectations.
We continue to select Sierra Wireless products
because of their reputation in the industry and
their ability to provide reliable mobile solu-
tions. Our officers count on the AirCard to help
them do their jobs effectively with increased
access to critical information across a broader
coverage area."

Law enforcement agencies across North
America are now leveraging recently deployed
next-generation wireless networks to imple-
ment systems that provide officers with the
critical information needed to improve safety
and response times. Harris County's recent
transition from the cellular digital packet data
(CDPD) wireless network to the faster and
more reliable next-generation CDMA2000 1X
wireless network ensures they have greater
coverage and access to the higher speeds need-
ed to implement data-intensive applications
such as access to maps and photographs. The
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AirCard 555 operating on high-speed wireless
networks is designed to help law enforcement
professionals benefit from the capabilities
wireless technology offers in the field with di-
rect wireless access to motor vehicle and war-
rant information and federal, state, and local
databases.

For more information, circle 101 on Reader Service
Card, or enter number at www.theiacp.org/freeinfo

Jersey Police Select Pl Vision's
Digital Video Recording Solution

P1 Vision announces that the States of Jer-
sey Police in the United Kingdom has selected
the company's Universal Video Management
System (UVMS) to form the digital recording
backbone of its soon-to-be-upgraded CCTV
system. Covering police headquarters and the
town of Saint Helier, in Great Britain's Channel
Islands, the system currently uses an analog
recording system comprising a number of
time-lapse VCRs. Systems integrator ADT has
been selected to upgrade the system from ana-
log to digital, with work commencing in
March 2004.

Jersey Police has been researching the digi-
tal video recording market for two-and-a-half
years and prepared a very demanding perfor-
mance specification in preparation for tender-
ing for the new DVR system. In particular, the
system had to be capable of handling 60 cam-
era inputs at 25 frames per second, at full reso-
lution (4CIF), and with full-frame refresh,
something that not many systems were able to
achieve. The system also had to be easy to use
and provide instant retrieval of video footage
from any camera.

The ability to use frame-by-frame playback
in forward and reverse was also an important
consideration, especially when analyzing
footage from incidents. Jersey Police ruled out
the use of video motion detection to trigger
video recording, requiring instead that the

DVR provide continuous recording on all cam-
eras 24 hours a day, seven days a week.

Gary Buesnel, head of communications for
Jersey Police, said, "The key issues are picture
quality, recorded image integrity and authenti-
cation, and a reduction in the amount of officer
time spent when retrieving archive record-
ings."

The system architecture is designed to en-
sure that there is no single point of failure, and
components can be distributed to various loca-
tions and linked together over a network, with
benefits in terms of security, space planning,
and bandwidth management.

For more information, circle 102 on Reader Service
Card, or enter number at www.theiacp.org/freeinfo

Portland Police Bureau
Selects Crime Data System

ImageWare Systems Inc. announces that
the Portland, Oregon, Police Bureau has select-
ed the company to expand its existing Crime
Capture System (CCS) to enable Web-based in-
vestigations and provide an enhanced data
sharing platform with the Multnomah County
Sheriff's Department. As part of the implemen-
tation, the Portland Police Bureau will also
leverage ImageWare's CCS to create and pro-
duce all employee identification cards.

"We are very excited about this upgrade
and look forward to conducting Web-based in-
vestigations using our secure intranet and mo-
bile data terminals, as well as housing our own
criminal data which will include data from the
Multnomah County Sheriff's Department,”
said Captain Greg Hendricks of the Portland
Police Bureau. "Our officers now have the tools
they need to speed the investigative process
and access criminal booking data remotely."
For more information, circle 103 on Reader Service
Card, or enter number at www.theiacp.org/freeinfo
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Crime Prevention:
Issing the Mark?

Are We M

By Chief Julian Fantino,
Chief of Police, Toronto,
Ontario, Canada

ccording to the IACP Crime Pre-

vention Committee's Towards 2000

and Beyond, "Community safety is

everyone's responsibility and crime
prevention is everyone's business.” This
statement reflects the understanding that
strategic partnerships working diligently
towards a community-based shared re-
sponsibility can prevent crime. The inten-
tion of such a plan is to create safe commu-
nities, from the corporate sector right
down to the local neighborhood level, by
empowering the community to play an ac-
tive role in crime reduction initiatives.

Community Mobilization

Community-based crime prevention
programs are also the foundation of an effec-
tive community policing model. The chal-
lenge faced by most police agencies is devel-
oping and sustaining these partnerships.
Successful and meaningful partnerships re-
quire strong and committed leadership from
every person who has a responsibility for
public safety and the maintenance of the
quality of life available to all citizens. At the
center of the process is the need to identify
and bring critical stakeholders from the dis-
ciplines of justice, education, health, social
services, and urban planning together with
community organizations, political leaders,
and citizens.

A multiagency response is required in
order to ensure that all environmental and
sociological factors that contribute to the
existence of crime in a neighborhood are
identified and effectively addressed. When
all the appropriate agencies are working
together toward a common goal, the end
result is sure to be community mobiliza-
tion in its truest sense.

The most recognized and successful
community crime prevention initiative in
North America is the Neighborhood
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Watch Program. In most cases this pro-
gram is driven by the community and
supported by the local policing agency.
Crime prevention programs that follow
this service delivery model have a greater
opportunity for success and longevity
than those driven and administered solely
by the police. The Neighborhood Watch
Program was born more than 25 years ago
and has endured the test of time. It stands
today as an example of what can be ac-
complished when police agencies and the
community partner for acommon cause.

Leadership Brings Success

In order for crime prevention programs
to succeed, strong, visionary, and commit-
ted leadership is crucial. This type of criti-
cal leadership must come from within the
ranks of the partnership and include both
police representatives and community ad-
vocates. Focused leadership can be the cat-
alyst to set in motion a rigorous and well-
organized proactive process diagnosing
problems and root causes, developing a
corrective strategy, and implementing an
action plan, with modifications if needed,
to achieve the desired results.

Obviously, an effective crime preven-
tion strategy must be focused on address-
ing the three fundamental factors that
contribute to the commission of a crime:
the target, an opportunity, and the perpe-
trator. Flexible crime prevention strate-
gies that are customized to meet the needs
of the community and have regard for the
conditions that exist in that community
have the greatest opportunity to succeed.
Police agencies should also give due con-
sideration to the full spectrum of initia-
tives available from education programs
designed to protect children to intelli-
gence-driven enforcement.

One of the keys to successful long-term
crime prevention strategies is identifying
the resources available and then utilizing
these resources to the fullest extent. The ef-
fectiveness of crime prevention concepts
and initiatives can be elevated significant-
ly by simply embracing the importance of

introducing volunteers to the program.
Volunteers are the strong threads that help
bind communities together. In addition to
a willingness to get involved, volunteers
also possess a high level of enthusiasm, an
unselfish attitude, and a desire to make a
meaningful contribution to the communi-
ty. However, in many respects, their con-
tribution to the community and the police
agency is not fully realized or appreciated.
Perhaps the most overlooked volunteer re-
source available is members of the auxil-
iary police. When properly trained and su-
pervised, these community-spirited
citizens can be the ambassadors of com-
munity crime prevention programs and
an effective link between the community
and the police.

After September 11, 2001

In the post-September 11 climate of ap-
prehension and fear about the threat of
terrorism, police agencies at all levels must
develop strategies and environments that
suppress crime and prevent terrorism
from flourishing. The prevention of crime
is the primary function and goal of law en-
forcement agencies. In reality, when the
opportunity for crime to occur is recog-
nized and appropriate steps are imple-
mented to remove or reduce the risk,
crime and other forms of security risks are
prevented. Effective crime prevention is
also effective terrorism prevention.

Be it crime prevention or terrorism pre-
vention, responsibility for public safety and
the maintenance of law and order rest, for
the most part, upon the shoulders of the
local policing authorities. In a time of re-
duced frontline resources, all police services
need to look toward the community to in-
crease their arsenal of eyes and ears on the
street and encourage the proactive report-
ing of suspicious persons and activities.

Communication and public education
are also important components of an ef-
fective crime prevention initiative. The
development of strategic community-
based information networks is essential.



INTERNATIONAL ASSOCIATION OF CHIEFS OF POLICE

EXCELLENCE IN POLICE AVIATION AWARD

Nominations

Call for

Criteria;

Awarded by the leadership of the IACP and
its Aviation Committee and given through the
generosity of Bell Helicopter, the Excellence
in Police Aviation Award is presented at the
annual IACP conference. To be eligible, the
nominee should be an individual who holds a
management or leadership position in police
aviation (broadly interpreted). The nominee
could also be an aviation program (unit) that
exemplifies excellence in airborne law
enforcement. The award will emphasize
initiatives to enhance the general level and
safety of operations, accident prevention
programs, and the efficiency and
effectiveness of airborne law enforcement.
Efforts eligible for recognition can range from
the unit level to the national or international
arena.

Nominations:

Nominations are to be submitted by a

head of component or agency who has
membership in the IACP. Submissions are to
be no more than two pages in length and
may be accompanied by explanatory
photographs. No video or audio tapes will be
accepted. Nominations are to be postmarked
no later than May 31, 2004.

Submit Nominations to:

International Association of Chiefs of Police
Attn: David L. Tollett
Director of State and Provincial Police Division
515 N. Washington Street
Alexandria, Virginia 22314

SINCE 1593



The post-September 11, 2001, era has
substantially compounded the uncertain-
ty for police, political leaders and commu-
nities as a whole. Debate centres on how
to best manage an effective crime preven-
tion response that in today's reality must
also include terrorism prevention. This
particular aspect of public safety remains
an ongoing concern and priority for law
enforcement leaders worldwide.

According to the views of the IACP
Crime Prevention Committee, “crime pre-
vention and community safety is a key
component of homeland security," a reality
that also requires a community-based re-
sponse. Cultivating effective prevention
partnerships will be necessary in order to
achieve the difficult public safety demands
faced in today's perilous world. One of the
primary difficulties in sustaining commu-
nity support and enthusiasm for crime pre-
vention programs is the challenge of mea-
suring and qualifying the impact of the
programs on crime itself. If the existing
level of community support and participa-
tion cannot be maintained, the likelihood
of program failure increases significantly.

Police agencies are the most visible
first responders to issues relating to pub-
lic safety. It is generally acknowledged
that law enforcement officials are now
confronting enforcement and prevention

responsibilities never imagined a few
years ago. As the world changes, so do the
challenges facing police leaders. In the
forefront are the difficulties faced in deter-
mining the operative strategic direction to
best utilize limited resources in the most
effective manner. These challenges are
made all the more difficult by a noticeable
absence of external training in the areas of
program development, risk management,
terrorism detection, crime suppression
techniques, and available resources. In
years gone by, the criteria used to select
crime prevention or community educa-
tion officers have been based on years of
police service and experience. Very rarely
did these officers possess specialized
training in the field of program develop-
ment and community mobilization. The
current state of world affairs dictates that
police leaders lobby for increased training
in these areas to maintain the interest and
participation of the community in such
programs and also ensure their success.

Crime Prevention Survey

In order to further the mission of the
Crime Prevention Committee of the
IACP—"promoting the prevention of crime
as fundamental to a free and safe society,
and developing crime prevention as the top

priority for agencies"—the committee is
using an electronic survey through the
IACP Web site (www.theiacp.org) to seek
input from the IACP membership on what
crime prevention issues are most important
to them. The primary intent of the Crime
Prevention Committee survey is to im-
prove services and support to the member-
ship based on direct feedback about prob-
lems and issues police leaders are facing in
the area of crime prevention. In addition,
the survey will also help police agencies de-
liver the best possible service and program-
ming to the community.

The following are some of the prelimi-
nary findings that have been received in
response to the survey:

= 58 percent of the agencies that have
responded to date have a person or unit
dedicated to crime prevention within
their agency

= 67 percent do not anchor crime pre-
vention in all organizational philosophies
and policies

= 72 percent involve other agencies or
organizations in their communities in
crime prevention efforts and initiatives

Respondents have also identified the
lack of available funding, entrenched atti-
tudes within their organizations, and con-
flicting public officials’ and stakeholders'
perceptions on how to combat crime as the
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greatest obstacles in making crime preven-
tion a comprehensive agency-wide effort.

The Crime Prevention Committee sur-
vey continues to be a work in progress.
The responses provided will greatly assist
the committee to chart a new direction for
crime prevention internationally.

Police-Community Crime
Management Committee

One method of offsetting the negative
impact of conflicting agendas and public
perception is by establishing a police-com-
munity crime management committee. The
purpose of such a committee is to meet on a
regular basis to address crime-related issues
and help to develop a strategic action plan
using police, volunteer, and community re-
sources to address the problem. The bene-
fits of this type of committee to the commu-
nity are twofold. First and foremost,
community leaders become active partici-
pants in identifying crime concerns in their
specific neighbourhood and secondly the
committee provides an opportunity for ac-
tive participation in the process of develop-
ing long-term strategies to eliminate or re-
duce crime from the neighbourhood.

In general, this type of community
partnership is also very useful to local po-
lice authorities. It is much easier to solicit

community participation in a crime pre-
vention initiative when the participants
believe they are playing an active role in

]
For information about the

IACP Crime Prevention
Committee’s work, visit
www.theiacp.org.

developing the strategy and equally re-
sponsible for the success or failure of the
plan. It's all about ownership.

The Changing Role

The way police agencies address issues
related to community crime prevention
has changed. Organizations that continue
to assume sole responsibility for this func-
tion are isolating themselves from our
greatest resource and strongest support-
er—the community. Although the police
will always remain front and center in the

battle against crime, it is becoming increas-
ingly apparent in an era of reduced polic-
ing budgets and diminished staffing levels
that they can no longer go it alone. Nor can
the police be solely accountable for com-
munity safety, security, and quality of life.

A community-based approach, com-
posed of a shared vision, must be devel-
oped with appropriate strategies, proper
allocation of resources, and the imple-
mentation of timely initiatives. When
combined with the strategic mobilization
of the community, the end result is an ef-
fective crime prevention model designed
to take full advantage of the strengths of
all participating partners.

The ever changing nature of crime,
combined with the presence of domestic
and international terrorism, also requires
changes in attitudinal behaviors directed
at reducing the threat of crime and en-
hancing the safety and security of our
communities. Only by accepting these
changes can we develop an environment
where terrorism cannot flourish.

In every circumstance one constant re-
mains true: strong, and committed leader-
ship is an essential element of community
crime prevention and community mobiliza-
tion, the caliber of leadership, commitment,
and dedication that exists within the mem-
bership of the IACP. The restisup to us. [
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For Smaller Police Agency Executives

Mentoring for Success

By Elaine Deck, Manager, and
Pamela Juhl, Coordinator,
New Police Chief Mentoring
Project, International
Association of Chiefs of
Police, Alexandria, Virginia

he first 100 days of any new police
chief's administration can be crucial
to achieving a successful transition
and to building important relation-
ships within the new agency and the com-
munity. Often the alliances developed dur-
ing the first three to 12 months are essential
to ensuring that the new chief's strategic
plan for public safety is articulated clearly to
the community decision makers so that
goals are met and the community trusts the
agency to keep it safe. Steps taken to build
relationships inside the police agency and
between the police and the community in
the first year can make or break a new
chief's career in the community. For this rea-
son, the IACP Research Center developed
the New Police Chief Mentoring Project.
The U.S. Department of Justice's Bureau
of Justice Assistance is funding the IACP ini-
tiative for smaller police agencies—Services,
Support, and Technical Assistance for Small-
er Police Departments—to develop and co-
ordinate a mentoring project for new police
chiefs serving communities of 25,000 or
fewer residents. The staff works closely with
members of the project's advisory group on
the new mentoring project. The goal of the
project is to support the professional devel-

opment of new police chiefs by providing an
experienced police chief as mentor.

To participate in the mentoring pro-
gram, a new chief or interested chief expe-
rienced working with smaller departments
contacts the IACP staff and completes a
profile. The new chief then is matched with
an experienced chief best fitting the new
chief's profile. The pair will work together
on the issues identified by the new chief as
the most essential. The mentoring chief
will acquaint the new chief with available
resources, including those through IACP,
and the technical assistance and training
programs dealing with the target issues
identified by the new chief. It is anticipated
that both colleagues will benefit from the
relationship and that the professional
growth and encouragement of one chief to
another will enhance the profession.

Following are personal experiences
about mentoring programs that have
helped police executives and their agen-
cies. The examples selected show personal
assistance received from executive men-
toring and mentoring programs for the en-
tire department.

Harvey E. Sprafka, Chief of
Police, Knoxville, lowa

When | joined the Knoxville Police De-
partment as a police officer in the mid-
1970s, it was my good fortune to immedi-
ately find a mentor who encouraged and
supported my transition into the law en-
forcement community. Prior to entering
into a law enforcement career, | was an out-
side observer of government, community,

IACP MENTORING RESOURCES

= New Police Chief Mentoring Project
The IACP has a mentoring program for new police chiefs serving communities of 25,000 or fewer residents. The program is
funded by a grant from the Bureau of Justice Assistance, U.S. Department of Justice. For more information, call Pamela Juhl at
800-THE-IACP, extension 340, or write to her at mentoring@theiacp.org.

Best Practices for Mentoring Programs
"Best Practices for Institutionalizing Mentoring into Police Departments,” an IACP publication written by Harvey Sprafka
and April Kranda, is available in an electronic edition at www.theiacp.org/documents/pdfs/Publications/mentoring.pdf.
To request a printed copy, call Pamela Juhl at 800-THE-1ACP, extension 340, or write to her at mentoring@theiacp.org.

Training for Managers of Mentoring Programs
The IACP Training Department will offer Mentoring for the Retention of Public Safety Personnel in Freehold, New Jersey,
June 7-8, 2004. For more information, call Larry Haynes at 800-THE-IACP, extension 234, or write to him at training

theiacp.org.

and police department activities as the
news director and reporter for Knoxville's
AM and FM radio stations. It was during
this stint as a radio newsman that | report-
ed on what | now call the unfair and short-
sighted demotion of Knoxville's police
chief to assistant chief by a newly elected
one-term mayor. The demoted chief would
become my police mentor 15 months later.

I personally sought the mentorship of the
assistant chief of police, a person who had a
wealth of job-related experiences and varied
interests, qualifications that met my needs
and wants as a novice peace officer. As a
mentor, the assistant chief became a role
model, teacher, coach, advisor,and at times a
confidante to this newly hired police officer
from the news reporting field. The assistant
chief helped facilitate a smooth transition by
explaining and detailing the history of the
organization, its values, norms, politics, po-
tential pitfalls or stumbling blocks to one's
career development, and organizational cul-
ture. First and foremost, the assistant chief
was an active listener who provided open
and honest feedback and recommendations,
as well as responses to my many queries re-
lated to patrol work and managerial issues.
He continually encouraged and supported
my efforts in problem solving.

Our mutually beneficial mentor-pro-
tégé relationship soon developed into a
friendship that continues today. Although
the retired assistant chief has been out of
law enforcement for more than 20 years, |
still apprise him of my challenges and con-
tinue to draw on the retiree's knowledge,
experience, and wisdom. We both are
proud of the contributions we have made
to the organization and law enforcement
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Chiefof Police

University of Colorado
Health Sciences Center

Exceptional chief of police opportunity serving
the health sciences campus of the University of
Colorado system. Responsibilities include the abil-
ity to apply problem-solving and community-polic-
ing principles at the University of Colorado Health
Sciences Center (UCHSC). The department consists
0f 80 members, 35sworn.

The university seeks a chief with exceptional
leadership and communication skills, and strong
managerial background. Salary range $90,000 to
$105,000 with excellent benefits.

Baccalaureate degree required, mastersdegree
highly desirable, in public or business administra-
tion or related area, and 10 years of police experi-
ence, with at least three years at the division com-
mander level or above. POST certification required,
or equivalent accepted by Colorado POST. Univer-
sity or health science campus experience desirable.

Application review will begin March 15, 2004,
and continue until position isfilled. Send cover letter,
résumé, and a list of five references to the following:

Maggie Van Dyk
UCHSC Police Chief Search
PO Box 6508, Mail Stop F430
Aurora, CO 80045-0508
(maggievandyk@ uchscedu)
303-724-0162

EEO/AA

The University of Colorado is committed to diversity
and equality in education and employment
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profession that are a result of our long-
term mentor-protégé relationship.

April H. Kranda, Lieutenant
(Retired), Fairfax County Police
Department, Fairfax, Virginia

A police chief who mentors his or her of -
ficers has an enormous impact on their per-
sonal and professional success, and instills
loyalty. During my career with the Fairfax
County Police Department in Virginia, |
benefited from a mentoring relationship.
Although back then | didn't realize that the
time invested giving advice, coaching,
counseling, and, most importantly, listen-
ing to me demonstrated fundamental men-
toring behaviors. As | look back on my ca-
reer, | realize that whatever success |
achieved as a police officer and after my re-
tirement | can attribute to mentoring.

In the early stages of my career, | was
one of a dozen officers assigned to an an-
tifencing task force who served under a
lieutenant overseeing the operation. The
lieutenant led his officers in a manner that
was vastly different from that of other
commanders. He became acquainted with
each officer as an individual with varying
personal needs and desires for professional
growth. This was achieved by ongoing
personal interaction and periodic one-on-
one discussions during which the lieu-
tenant solicited our interests, listened to
and addressed our concerns, and provided
relevant information to increase perfor-
mance necessary to obtain career goals. For
example, my goal was to become a sex
crimes detective. As a mentor, he explained
how the functions of my current assign-
ment would teach me the basics of crimi-
nal investigation and how important it was
to keep building my skills by seeking expe-
rience and training opportunities. At the
conclusion of the assignment, he knew the
next step in the career paths that each offi-
cer desired and became an advocate for us.
I became aware of his advocacy when the
commander of the criminal investigations
bureau informed me that my first assign-
ment would be the auto theft unit in order
to gain essential skills and experience in in-
terview and interrogation techniques prior
to transfer to the sex crimes unit.

Although I would not work directly for
the lieutenant until many years and pro-
motions later, we still maintained a link. |
knew that | could reach out to him for
guidance, and on several occasions |
sought his counsel.

In 1992 my former lieutenant became
chief of police. When this occurred | was a
lieutenant assigned to a patrol squad at a
district station. Shortly thereafter, | was con-
tacted by the chief and asked to serve in the
public information office. Because of our
previous relationship, | told him that | felt

unqualified to serve in the position. Quite
honestly, public speaking was one of those
fears that | hadn't overcome and | disliked
the media. To my amazement, the chief ac-
knowledged my weaknesses and informed
me that public speaking was another skill
that | needed to acquire. As far as my posi-
tion on the media, he stated that he wanted
me to build a good working relationship
that would be beneficial to the organization
as well as the public. The chief's actions
demonstrated several additional mentoring
behaviors: first, the recognition of lack of ex-
perience or performance deficiencies; sec-
ond, expressing confidence in the officer to
succeed by providing training and experi-
ence; and third, providing the opportunity
for continual learning and challenge
through new assignments and tasks.
Although we are both retired, the chief
has continued to be a wonderful listener, to
possess the ability to inspire, and to encour-
age me to take on additional challenges.

Paul D. Schultz, Chief of
Police, Lafayette, Colorado

I began my career as a police officer in a
Denver suburb in 1975. In 1995 | retired as a
lieutenant and was appointed chief of police
in La Vista, Nebraska, and in 2002 appointed
chief of police in Lafayette, Colorado.

Before arriving in Lafayette | knew the
department had a history of employee
turnover and was looking for a way to solve
the problem. The Lafayette Police Depart-
ment was often viewed as a training ground
for other Denver-area law enforcement agen-
cies. The department in the past looked at all
of the traditional ways to address this issue
and had some success but never long-term
achievements using these approaches. Asthe
new chief, | took a new look at this continu-
ing problem. With a new administration
came new ideas and new approaches.

The constant turnover was literally rob-
bing the department of valuable experi-
ence—experience that makes the differ-
ence every day in the effectiveness and
efficiency of the department. Realizing that
this was a critical issue, | turned to the In-
ternational Association of Chiefs of Police
for assistance. Specifically, | asked for assis-
tance from the Services, Support, and Tech-
nical Assistance for Smaller Police Depart-
ments Project in the IACP Research Center,
and soon it was on the way in the form of
two department training sessions for po-
lice officers who volunteered to explore a
new concept called "Mentoring to Improve
Retention in Small Agencies." The ideas
and approaches to this issue were immedi-
ately implemented and the results have
been even better than expected. Attrition
department-wide has been reduced by
more than 50 percent from the high point
before we implemented the program. An-
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other interesting observation regarding the
mentoring program is that only one new
officer has left the department out of 10
that had a mentor. As a result of these suc-
cesses, the Lafayette Police Department
implemented a formalized mentoring pro-
gram.

The program consists of several volun-
teer officers who are specially trained as
mentors who are assigned to each new po-
lice officer to help him or her with a smooth
transition into the department and involves
a continual review of the program's effec-
tiveness. To date the program has worked al-
most flawlessly. At first there were some
misunderstandings among the department
field training officers, but since the concept
was thoroughly explained there have not
been any recurring problems with the FTOs.

A unique aspect of Lafayette's program
is that a department mentor is assigned to
each new officer before the new officer of-
ficially joins the department. The mentors
assist in socializing the police recruit to the
department in a variety of ways, from ex-
plaining the community and the depart-
ment's values and cultures to assisting
with housing, schools for children, and
employment for a spouse. This bond be-
comes very strong, and the police recruit
always has a trained ear to listen to any
concerns and to respond to those concerns
in an informed, professional manner.

Confidentiality between the recruit
and the mentor is guaranteed except in
the case of criminal conduct. To date this
has not been an issue nor is it expected to
be. The mentors take a great deal of pride
in seeing their recruit officer succeed. In
fact, the mentors routinely attend the
badge pinning ceremony for the new po-
lice recruit, the graduation ceremony for
the new police officer from the police
academy, and partake in their success
when they graduate from the FTO pro-
gram. It is almost a coach-student rela-
tionship but in a peer-to-peer setting.

The Lafayette Police Department is
very pleased to have introduced the men-
toring concept to our department. It is
truly making a difference that can be seen
every day—in the form of police officers
staying with our department.

Fairfax County Sheriff's Office
Mentoring Program for
Incoming Recruits

By Stan Barry, Sheriff, Fairfax
County, Virginia

The Fairfax County Sheriff's Office Ap-
plicant and Recruitment Section initiated a
mentoring program for newly hired
deputy sheriff recruits in 2001. The pro-

gram allows the agency to hire deputy re-
cruits up to four months prior to the start of
the six-month basic academy. This element
is essential in the recruitment of highly
qualified candidates with multiple applica-
tions in process with other agencies. The
early-hire aspect of the program allows the
sheriff's office to make employment offers
ahead of other competing agencies. The
program also assists greatly in the retention
of employees by better preparing recruits
for the rigors of academy life.

The mechanics of the program involve
three main areas of importance. First, it gives
the recruit a well-rounded knowledge of the
entire agency and its many different branch-
es. Small groups are assigned to work in var-
ious branches for periods of up to one week.
This aspect of the program assists them in
their personal decisions to future career de-
velopment and eliminates mysteries about
the agency's goals and objectives.

Second, the program prepares them for
the physical demands of academy training
and on-the-job activities. Throughout the
recruit's workweek, a plan is implemented
for them to spend up to two hours at the
end of the day participating in a physical
training program. This physical training is
monitored by a mentor (a sworn deputy
sheriff) or group of mentors who possess
substantial training in strength and car-
diovascular development.
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Third, the program takes recruits of
many different cultures, backgrounds, and
life experiences and forms them into a cohe-
sive team prior to the start of the academy.
The unified group can now meet challenges
together as a team to ensure a greater suc-
cess rate in the academy and on the job.

The overall goal of the program is to
better prepare individuals for the start of a
successful career. The graduation rate
from the Criminal Justice Academy has in-
creased with the advent of this program.
Newly hired employees feel like they are
part of a family, and the stress level is low-
ered prior to entrance into the academy.

Minnesota Chiefs of Police
Association Mentoring Program

By Patricia Moen, Executive
Development Director, Minnesota
Chiefs of Police Association, Saint

Paul, Minnesota

The Minnesota Chiefs of Police Associa-
tion began its mentoring program in 1996.
The purpose of the program is to provide
new chiefs with immediate assistance from
more experienced chiefs. As soon as a new
chief is appointed, the association notifies
the Mentor Committee, a small group of
seasoned police chiefs dedicated to helping
others as they begin their careers as chief of
police. The group consists of five veteran
chiefs from various parts of the state. When
notified that a new chief has been appoint-
ed, the closest mentor contacts the new chief
by letter or in person to offer assistance.

Depending on the need, the assistance
can take many forms. Mentors introduce
new chiefs to established networks of other
chiefs in the region. Mentors provide copies
of model policies and procedures and advise
new chiefs about their use. Mentors encour-
age the new chiefs to attend programs avail-
able through the Minnesota Chiefs of Police
Association. The association sponsors three
programs of particular interest to new chiefs.
The first is the annual Executive Training In-
stitute. The Executive Training Institute pro-
vides new chiefs with a broad array of edu-
cational offerings and the opportunity to
meet with their peers throughout the state.
The second is regional training on police
management issues. The third is a law en-
forcement and command academy, a three-
and-a-half-day intensive residential training
opportunity that focuses on topics critical to
chief law enforcement officers. The mentor-
ing program has provided funds to new
chiefs who could not otherwise afford to at-
tend these valuable programs.

Perhaps the most important part of the
mentoring program is providing new
chiefs with someone to call when they
need advice, support, or guidance from
someone with more experience. [
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Underlying Physical Fitness
Factors for Performing Police
Officer Physical Tasks

By Thomas R. Collingwood,
Ph.D., President, Fitness
Intervention Technologies,
Richardson, Texas; Robert
Hoffman, Program Coordina-
tor, Thomas and Means LLP,
Huntersville, North Carolina;
and Jay Smith, President,
Integrated Fitness Systems
and FitForce, Salem,
Massachusetts

ew if any law enforcement personnel

disagree with the notion that physi-

cal fitness is necessary for the safe

and effective performance of certain
critical and essential job functions. The
more difficult question is, how fit do offi-
cers need to be? There is even more confu-
sion as to how traditional measures of
physical fitness, such as push-ups and sit-
ups, can be underlying and predictive fac-
tors for the performance of those essential
law enforcement job tasks.

For the last 30 years, the authors of this
article have been actively involved in es-
tablishing physical fitness programs and
standards in hundreds of municipal, state,
and federal law enforcement agencies.
Those agencies ask, how can we prove
that being physically fit is job related? The
confusion exists due to several issues:

= Practical concerns such as what
physical training programs will develop
the fitness required for the job and help
prevent injuries

= Legal concerns such as disparate im-
pact, age, and disabled discrimination

The Uniform Guidelines for Employee
Selection Tests! clearly require that, to be
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valid, physical fitness tests, standards,
and programs must be job related and
consistent with business necessity. With-
out data to document that job-relatedness,
case law indicates that physical fitness
tests, standards, and programs are at risk.
Tests and standards must be significantly
correlated with, and predictive of, per-
forming essential functions of the job.

Using data collected in the last 15 years,
it is now possible to document that fitness
areas such as aerobic and anaerobic powver,
strength, flexibility, explosive power, and
agility underlie specific task performance.
This analysis presents conclusions sup-
ported by data collected from 34 physical
performance standards validation studies
performed on more than 5,500 incumbent
officers representing 75 federal, state, and
local law enforcement agencies. The officer
samples from each agency were stratified
by age and gender, and they were random-
ly selected. Consequently, the data are re-
flective of the demographic characteristics
of each agency. Given the size of the sam-
ple, we suggest that the results can be gen-
eralized as being applicable to law enforce-
ment officers in general.

Standardized Validation
Study Method

The 34 studies were all construct and
criterion validation studies. They were
designed to assess the accuracy of a phys-
ical fitness test as a predictor of an officer's
ability to perform physical job tasks (the
criterion). Construct and criterion valida-
tion are two of the three acceptable meth-
ods that the Uniform Guidelines accept as
proof for a job-related test and standard.
Each study followed the same basic pro-
cedures to determine the physical tasks of
the job and to identify which physical fit-
ness areas predicted safe and effective
performance of those physical tasks. The
steps for each study were as follows:

= Researchers reviewed records such
as job descriptions, injury reports, and
use-of-force reports to identify critical
physical tasks.

= A stratified random sample of offi-
cers completed a job task analysis to de-
termine frequent and critical tasks.

= Supervisors incorporated the critical
and frequent physical tasks identified in
steps 1 and 2 into job-task simulation sce-
narios. Since job tasks are seldom per-
formed in isolation, we chose to sequence
them in real-world scenarios. These sce-
narios became the criterion measures
against which the predictability of the fit-
ness tests would be assessed.

= We hypothesized that certain physi-
cal fitness areas were the underlying and
predictive factors for performing the job
tasks. Accepted field tests measuring
those fitness areas were incorporated into
a physical fitness battery.

= Stratified random samples of incum-
bent officers completed both the job-task
simulation scenarios and the fitness test
battery.

= Researchers statistically analyzed the
results to determine which fitness tests
were related to each job-task simulation
test and to ascertain the strength of those
relationships. Univariate (correlations)
and multivariate (multiple regression)
statistics were applied.

= Subject matter experts (SMEs) and
sample statistics defined the minimally
acceptable level of performance on the
job-task simulation scenarios.

Researchers evaluated selected fitness
test scores to see which cut points predict-
ed most accurately who did and who did
not perform the job-task scenarios at an
acceptable level. The result of each valida-
tion study was as follows:

= The definition of fitness tests with
strong predictive relationships to perfor-
mance on job-task simulation scenarios



= The fitness scores on each test that
accurately predicted who could and who
could not perform the job-task simulation
scenarios at a minimally acceptable level

Analysis of Validation
Study Results

The results of the validation studies
provide data that suggest which fitness
areas are underlying and predictive of
safe and effective performance of law en-
forcement physical tasks.

Physical task ratings to define frequent
and critical physical tasks: Incumbent of-
ficers from the various studies tended to
rate the frequency and criticality of physi-
cal tasks similarly. Criticality ratings had
between 85 percent and 100 percent agree-
ment, while the frequency of tasks ratings
had between 50 percent and 92 percent
agreement. Incumbent officers consistent-
ly rated the tasks listed in figure 1 as the
most critical and frequent.

Job task simulation scenarios as the
criterion test measures: In each study, the
agency's SMEs reviewed the job-task
analysis (JTA) data and developed job-
task simulation scenarios. The quantifying
data, such as distances, heights, weights,
and widths, were all based on JTA data
with SME agreement on the final scenario

Figure 1. Frequent and
Critical Physical Tasks

= Walking

<Running short and long
distances

<Running up and down stairs

<Running over uneven terrain

= Light, medium, and heavy lifting
and carrying

«Jumping over obstacles

«Vaulting over obstacles

«Climbing fences

«Climbing stairs

= Dodging around obstacles

«Crawling under or through
obstacles

= Dragging objects

«Extracting and dragging victims

=Pushing heavy objects such as
cars

=Bending and reaching

= Using restraining devices

= Using hand and feet in self-
defense

«Short- and long-term use of force

parameters. Each study's SMEs demon-
strated considerable agreement as to what
were the most critical or frequent physical

tasks and developed similar job-task sim-
ulation scenarios. As a consequence, the
data from the 34 studies can be compared
across studies.

In general, the critical and frequent
tasks were operationalized into three
basic events containing the specific tasks:

= Roadway clearance, involving lift-
ing, carrying, and dragging debris, and
pushing a car

= Victim extraction, involving sprint-
ing to a disabled vehicle and lifting and
dragging a dummy to safety

= Sustained foot pursuit, involving
running up stairs, dodging, jumping,
climbing a fence, crawling, vaulting obsta-
cles, striking and moving a dummy, and
simulated cuffing using resistance bands

Since the job-task simulation tests
served as the criterion measures, it was
important that they have content validity
and be truly reflective of the real physical
tasks of the job. Otherwise, the fitness test
predictability results would not be valid
indicators of job-relatedness. To assure
that the job-task simulation tests were real-
istic representations of what officers must
do on the job, agency SMEs and officers se-
lected for the testing evaluated the realism
of each scenario upon completion. Ap-
proximately 95 percent of participating of-
ficers rated each scenario as being either a
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situation they have personally performed
or would be expected to perform. These
officer ratings, along with the job-task
analysis data, provided concurrent valida-
tion that the scenarios are representative
of the physical tasks officers must per-
form, and, as a result, the job-task simula-
tion tests have content validity.

Physical fitness ratings to define un-
derlying fitness factors: The job-task
analysis surveys required incumbents to
rate the importance of 10 fitness factors
(see figure 2). There was between 90 and
100 percent agreement among the officers
in the different studies as to what were the
important physical fitness factors for per-
forming the job.

Physical Fitness Tests

The tests in the physical fitness battery
measured the fitness factors the incumbent
officers rated as important and necessary
to perform the job. We used the same fit-
ness battery in the majority of the studies.
In some studies, we made changes due to
logistical difficulties, agency requests, or
legal concerns. For example, the leg press
was used in only 25 percent of the studies.
We dropped it from the battery because
few agencies had access to that specific
equipment. In its place, the vertical jump,

Figure 2. Physical Factors and Tests
Fitness factor Test

Absolute strength of the upper body 1RM bench press raw score (pounds)

1RM bench press ratio score (weight
pushed divided by body weight)
Explosive leg strength Vertical jump in inches
Dynamic strength
Abdominal muscular endurance

Upper-body muscular endurance
Trunk strength

One-minute sit-up (hnumber)
Maximum push-up (number)

One-minute sit-up (number)
Extent flexibility Sitand reach (inches)

Endurance and aerobic power 1.5-mile run (minutes and seconds)
Speed 300-meter run (seconds)
Anaerobic power 300-meter run (seconds)

Gross coordination (agility) Illinois agility test (seconds)

which has a leg strength component, ap-
peared to be more predictive and is much
less of a logistic challenge to conduct.

We conducted body composition as-
sessments in only 16 percent of the stud-
ies. Some agencies did not want it includ-
ed due to estimation inaccuracies. Body
composition estimates were not used in
any of the analyses because they are not
performance assessments but rather static
indicators of health.

Agility is a motor skill, not a component
of fitness. Therefore, we did not include an
assessment of agility in our earlier studies.
We soon recognized, however, that agility is
underlying and predictive of the ability to
perform certain essential physical functions.
We began administering the Illinois agility
run in subsequent studies, meaning that 67
percent of our studies included that test.

Likewise, handgrip strength is not a
component of fitness. We only included a
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CITY OF NAPA

Police Chief

The City of Napa (pop. 74,000), a progressive, profes-
sional municipal government located in the heart of Napa
Valley, seeks a police chief. Reporting to the city manager,
the police chief oversees a department of 127 FTEs and a
budget of approximately $15 million. Successful candidates
will possess a minimum of five years of relevant executive or
command experience in a municipal or county law enforce-
ment agency, possess a BA or BS degree in a related field,
and have a record of strong relationships with department
personnel as well as city staff, elected officials, and the com-
munity. Other important qualities: provides a clear sense of
direction for the organization; possesses a high level of in-
tegrity and commitment to excellence; is able to implement
cost-effective community-based policing programs; utilizes a
collaborative team approach; mentors future police execu-
tives; supports diversity in the workplace; and has experience
in implementing efficiency measures and organizational
change in response to financial difficulties facing local gov-
ernment. Current annual salary is $120,708 - $145,848
DOQ with excellent benefits.

For application information, visit the city's Web site at
www.cityofnapa.org or contact Gary Brown (559-732-9925)
or Kimberly Warner (408-399-4424) at Avery Associates; fax
408-399-4423; e-mail jobs@averyassoc.net. Apply by April 5,
2004.




test for handgrip strength when asked to do
so by the agency. In the 6 percent of the stud-
ies that included that test, we learned that
the area it measures is not important to the
performance of essential physical functions.

All of the fitness tests selected are ac-
cepted within the field as valid measures
of the fitness areas being tested. The fit-
ness test batteries in all studies consisted
of some combination of the physical fac-
tors and tests contained in figure 2.

Analysis of Fitness Tests'
Predictability

Determining the fitness areas that are
the underlying and predictive factors for
performing essential physical tasks re-
quired two basic analyses. A correlational
and regression statistical analysis docu-
mented the strength of each physical fit-
ness area (as measured by a physical fit-
ness test) as an underlying factor for
performing the physical job tasks (as mea-
sured by the job-task simulation tests).
Tests must demonstrate a predetermined
correlation in order to be valid predictors.
A specificity and sensitivity analysis deter-
mined how well each fitness test score pre-
dicted those officers who could and could
not perform the job-task simulation tests at
an effective level. This analysis determines
which fitness test scores are used as stan-
dards. What follows is a brief explanation
of the statistical procedures we employed.

Correlation: A Pearson Product Moment
Correlation Coefficient () is a statistic that
displays the strength of a relationship be-
tween two variables. It is expressed as a
number that ranges between +1.00 and
-1.00. The closer the r is to either +1.00 or
-1.00, the stronger the implication that one
factor is predictive of the other. Negative
correlations indicate an inverse relation-
ship. For example, a faster time (lower num-
ber) on the 1.5-mile run indicates a better
level of cardiovascular fitness (higher num-
ber). Correlations do not imply direct causa-
tion but do imply a strong enough relation-
ship so that some level of predictability
exists. Let's assume that the push-up had an
r equal to -.61 with the roadway clearance
scenario. That tells us that there is a strong
relationship between the ability to do push-
ups and clearing the roadway more quickly.

Regression: Multivariate analyses are
statistical procedures to clarify the underly-
ing structure of many variables. This type
of analysis is especially useful for demon-
strating validity because it evaluates rela-
tionships among a group of fitness tests,
rather than individual fitness tests and the
job-task simulation tests. If the criterion test
represents the ability to do the job, and the
regression analysis indicates that a group of
test items predict the ability to perform the
job-task simulation tests, it follows that the
fitness tests predict the ability to do the job.
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Police Chief

City of Gastonia, North Carolina

Gastonia is an all-America city and the first in
North Carolina to be named a Millennium
Community. It serves 68,255 over a 48.6-
square-mile area in the southern Piedmont
region of North Carolina, 20 miles west of
Charlotte. We are seeking a progressive,
team-oriented individual possessing strong
administrative, interpersonal, and manage-
ment skills to direct the activities of our police
department, which totals 195 employees, in-
cluding 173 sworn officers. Successful candi-
date will be responsible for managing a $12.1
million budget while directing all aspects of
the department. Must be able to move the de-
partment forward on issues covering commu-
nity relations, diversity, customer service, and
interjurisdictional cooperation. BS or BA in
criminal justice, public administration, or re-
lated field from accredited institution required,
MS or MA a plus. The retiring chief's salary
was $89,128, within a salary range of
$59,982 to $108,108. Salary of individual se-
lected will be commensurate with experience.
Submit résumé with salary history, salary re-
quirements, and references to jennifer@jp-
davisonline.com, or mail them to Jennifer P.
Davis, P.O. Box 6175, Gastonia, North Car-
olina 28056-6000. Position open until filled.
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DOGS

® Drug Detector Dogs
(four odors)

® Explosive Detector
Dogs (eight odors)

® |mport Police Certified
Dogs

® Arson, Mine-Finding
and Tracker Dogs

Additionally, Global offers:
Dog and Certification of Team
Annual Evaluations/Certifications
Supervisor and Trainer Courses
Many Types and Services Available

Global Training Academy, Inc.
P.O. Box 445
Somerset, TX 78069

210/622-9460 (primary)
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If a fitness test emerges as a significant fac-
tor in a regression analysis, that fact further
supports the theory that the test is an un-
derlying and predictive factor.

Specificity and sensitivity: These two
terms reflect how accurately a score on a
particular test predicts performance. The
value of any fitness test cut point depends
on how well it correctly identifies which
individuals have an ability and how well
it controls for the measurement error as-
sociated with any test. Specificity and sen-
sitivity are defined as follows:

= Specificity: the percentage of indi-
viduals who fail the fitness test and also
fail the job-task simulation tests

= Sensitivity: the percentage of indi-
viduals who pass the fitness test and also
pass the job-task simulation tests

For the 34 validation studies, we re-
quired a minimum of 70 percent for both
specificity and sensitivity. That means for
a fitness test score to become a standard, it
had to predict with at least 70 percent ac-
curacy which officers could perform the
job-task simulation tests at the effective
level and who could not. Having both 70
percent specificity and sensitivity results
in a standard that is highly predictive and,
as such, is acceptable as being job related.

For example, let's say we found 25
push-ups to have a specificity level of 82

percent with the minimum effective time
on the roadway clearance. That tells us
that an officer who can't perform at least
25 push-ups is at least 82 percent likely to
be unable to perform the roadway clear-
ance effectively. Said another way, 82 per-
cent of the officers in the tested sample
who did fewer than 25 push-ups also
failed to complete the roadway clearance
in the minimally effective time.

Using the same push-up example, let's
say the sensitivity rating is 84 percent. We
would know that officers who can do 25
or more push-ups have 84 percent assur-
ance of effectively clearing the roadway.

= Statistical significance: This is a term
relating to the degree of confidence one can
have that the results obtained are not due to
chance but are due to a true relationship.
Specific statistical procedures are applied to
test for the significance of any finding. Usu-
ally the .05 level is accepted as the lowest
level of confidence of a true finding. It
means that the probability of the results
being due to chance is five out of a 100. A .01
level is one out of 100, and .001 is one out of
a1000. How high the correlation must be to
be significant depends on the size of the
sample. For example, with a large enough
number of tested individuals, it is possible
to obtain a statistically significant correla-
tion at the .05 level between two factors with

an r of only .19. In our studies, we usually
required a correlation of at least r = .50 to
suggest a moderately high relationship.

Criteria for Evaluating the
Job-Relatedness of Each Physical
Fitness Test

Now comes the answer to the most im-
portant question: Which physical fitness
tests appear to be the most underlying
and predictive factors for the perfor-
mance of the essential job tasks? We ap-
plied two sets of criteria to each validation
study's results to determine the job relat-
edness of each fitness test.

Criteria for a given fitness test measur-
ing an underlying factor for performing job
tasks: Almost all the physical fitness tests
had large percentages of statistically signifi-
cant correlations to scenario scores. In order
to identify the tests with the strongest rela-
tionships with a given scenario, we applied
three criteria to each fitness test:

1. Afitness test had to have an average
correlation of at least .50 with a given sce-
nario across all studies.

2. Afitness tests had to have at least 50
percent of the significant correlations to
be over r = .50 between the test and a
given scenario across all studies.
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3. A fitness test had to be a significant
factor in at least 50 percent of the regres-
sions in all of the validation studies.

Criterion for a given fitness test to be a
predictive factor for performing job tasks:
We analyzed the various fitness test cut
points to determine how well each score
predicted effective performance of the es-
sential physical tasks, i.e., job-task simula-
tion scenarios. As noted above, in the 34 val-
idation studies, we only considered scores
for use as standards if they accurately pre-
dicted at least 70 percent of the officers who
could both pass the fitness test and the job-
task simulation scenario and at least 70 per-
cent of those officers who failed both tests. A
fitness test had to have a predictive cut
point that met that 70/70 criterion.

Results: The Underlying and
Predictive Physical Fitness
Factors and Tests

Tests were accepted or rejected as being
job related based on the number of criteria
met for each scenario. For a fitness test to
be a primary factor, it had to meet all four
criteria. To be classified as a secondary fac-
tor, it must have met three of the four crite-
ria for each scenario. Using those guide-
lines, the underlying and predictive
physical fitness tests are as follows:

Scenario 1. Lifting, carrying, dragging,
pushing tasks

= Primary factors meeting all four criteria

- Absolute upper-body relative strength
(one-repetition maximum (1RM) bench
press ratio)

- Agility (Illinois agility test)

= Secondary factors meeting three of
four criteria

- Anaerobic power (300-meter run)

- Absolute upper body strength (IRM
bench press raw)

- Explosive leg power (vertical jump)

Scenario 2. Lifting, dragging, and ex-
tracting tasks

= Primary factors meeting all four cri-
teria

- Absolute upper-body strength (1IRM
bench press raw)

- Agility (Illinois agility test)

= Secondary factor meeting three of
four criteria

- Absolute upper-body relative strength
(1RM bench press ratio)

Scenario 3. Pursuit involving running
up stairs, running sustained pursuit, dodg-
ing, jumping, climbing a fence, crawling,
vaulting obstacles tasks

= Primary factors meeting all four criteria

- Aerobic power (1.5-mile run)

- Anaerobic power (300-meter run)

= Secondary factors meeting three of
four criteria

- Upper-body muscular endurance
(push-up)

- Abdominal muscular endurance (sit-
up)

- Agility (agility run)

Factors to Perform Essential
Physical Tasks

The data obtained from the 34 physical
fitness standard validation studies indicate
that certain physical fitness areas are the un-
derlying and predictive factors or physical
abilities that determine a law enforcement
officer's capabilities to perform essential
physical tasks. Those factors are as follows:

= Aerobic power as measured by the
1.5-mile run

= Anaerobic power as measured by the
300-meter run

= Upper-body absolute strength as
measured by the 1RM bench press

= Upper-body muscular endurance as
measured by the push-up test

= Abdominal muscular endurance as
measured by the one-minute sit-up test

= Explosive leg power as measured by
the vertical jump

= Agility as measured by the Illinois
agility run

The implications of these findings are
straightforward:

= Test for these areas to ensure that ap-
plicants, academy recruits, and incum-
bents have the physical abilities to per-
form the essential physical tasks of the job.

= Develop performance standards in
these areas for utilization with applicants,
academy recruits, and incumbents.

= Provide training programs that en-
sure that law enforcement recruits and in-
cumbents have the skills and knowledge
to maintain personal conditioning pro-
grams throughout their career. [

L Equal Employment Opportunity Commission,
Uniform Guidelines for Employee Selection Tests (Wash-
ington, D.C.: U.S. Government Printing Office, 1978),
available at www.access.gpo.gov/nara/cfr/
waisidx_00/29cfr1607_00.html. Revised guidelines
(as of July 1, 2000) have been incorporated in the Code
of Federal Regulations at Title 41, Volumes 1 to 100.
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Controlling Abuse of
Sick Leave

By Dwayne Orrick, Chief of
Police, Cordele, Georgia

ick leave is an essential benefit in the
employee's compensation package.
It allows an employee who cannot
work due to sickness or accidental
injury to continue receiving his or her
salary uninterrupted. Although sick leave
was originally designed as a privilege and
not as an entitlement, over time this bene-
fit has come to be expected in the fringe
benefit program by police departments.
The majority of police employees use
sick leave in the manner in which it is in-
tended. Normal use of sick leave is con-
sidered in developing the department's
budget and the department's manpower
deployment and scheduling program. It
is the abuse of sick leave by a few employ-
ees that creates problems for many de-
partments. The few employees who use
sick time in a manner that violates the
agency's policy or collective bargaining
agreement hurts the entire organization—
its management, its other employees, and
its service to the community.
Organization Impact: Abuse of sick
leave reduces the effectiveness and efficien-
cy of the department. The department is less
effective because supervisors have to reas-
sign duties of the absent employee to other
staff. This results in less time being available
to answer citizen calls for service or to focus
on proactive and preventive duties.
Financial Impact: The unnecessary use
of sick leave costs the department at least
an additional 150 percent over the budget-
ed amount to cover the vacancies with
overtime pay. To illustrate the financial im-
pact of misused sick leave on the organiza-
tion, multiply the total leave taken by the
employee's hourly salary. When other offi-
cers were paid overtime to cover the
missed work, factor in that overtime cost
also. This total can provide a sobering real-
ization of the cost for abusing sick leave.
Interpersonal Impact: Continued abuse
can lead to interpersonal problems with the
employees who have to cover the abuser's
job responsibilities in addition to their own.
Knowing that a person is abusing the sick

leave and that no supervisory action is
being taken can diminish employee moral.

Homeland security needs are not only
stretching many departments' overtime
budgets, but the additional work is also
stretching the endurance of the officers.
Like everyone, police officers enjoy their
days off. Officers do expect to work holi-
days and reasonable overtime to cover as-
signments. The extra pay is well received.
But there comes a point when even the
extra pay is no longer considered a re-
ward. Today with additional homeland
security overtime on top of the expected
and scheduled overtime, officers are
working about all that can be expected.
Add additional time to cover sick abusers'
absences, and non-abusing officers are
feeling the effects of being overworked.
This will affect morale and cause interper-
sonal problems in the agency.

Ethical Impact: When employees re-
peatedly misrepresent themselves as
being sick, it reflects on their integrity and
diminishes the confidence fellow employ-
ees and supervisors have in their ability.
Because of this, abuse of sick leave is also
an ethical issue.

The Trouble Employee

The National Institute of Ethics has
found abuse of sick leave can be a symptom
of a trouble employee. The NIE found that
some employees, driven by feelings of enti-
tlement, justify their absence as being de-
served because of perceived mistreatment
by the organization. This willful violation
of the department's policies is considered
an administrative commission. That is, the
employee knows the policy requirements
but chooses to intentionally violate them
anyway. If the employee's attitude is not re-
placed with a sense of accountability the
conduct may continue to erode into even
larger problems. Because of this, some de-
partments have begun to consider making
excessive sick leave usage an indicator in
their early warning system.!

Establish Clear Policies

To effectively control unauthorized
sick leave, a department must have a clear

policy regulating leave, track each em-
ployee's use of sick leave, and take correc-
tive actions when abuses occur.

Most agencies have a policy regulating
sick leave. This policy should outline
what constitutes acceptable leave, how
time is accrued, the steps necessary for an
employee to make a claim, and when a
doctor's excuse may be required. In addi-
tion, some departments require employ-
ees to remain at their homes, except for
travel to their physician, in order to be eli-
gible for payment of leave? In some de-
partments, verification of sick leave is
done by a home visit by the supervisor.
Also, many agencies require a written
medical certificate if certain circum-
stances exist, including the supervisor's
wishing to verify the absence?

The policy should also include provi-
sions for the Family Medical Leave Act
(FMLA) of 1993. FMLA requires employ-
ers to "provide up to 12 weeks of unpaid,
job-protected leave to 'eligible’ employees
for certain family and medical reasons.™
This may include caring for a child after
birth, or placement for adoption or foster
care; caring for the employee's spouse,
son, daughter, or parent who has a serous
health condition; or dealing with a serious
health condition that makes the employee
unable to perform their job.5

Finally, every employee in the depart-
ment must be familiar with this policy and
the possible penalties for noncompliance.

Tracking Abusers

In order for an agency to effectively
manage sick leave and ensure compliance
with their policy, good records are essen-
tial. The information gathered from these
records is critical to demonstrate a policy
violation. Several off-the-shelf police
scheduling software programs are avail-
able with leave-time tracking features.

At a minimum, the records system
should track when the employee takes
leave and the reasons for the absence. This
system does not need to be elaborate to be
able to collect this information. One easy
way is for the supervisor to develop a table
with the officer's names and blocks for the
amount of leave taken during each of the
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preceding 12 months and the total for the
year. This chart makes patterns of abuse
easily recognizable.

Another technique to identify employ-
ees who may be abusing leave on aregular
basis is to total the amount of leave taken
by the entire unit. Identify the average
amount by dividing the total sick leave
taken by the number of employees in the
unit. Then a determination must be made
of the level that the organization considers
to be excessive, such as 25 percent above
average. Assuming 25 percent is chosen as
the threshold overage for review, the aver-
age is then multiplied by 1.25. Any person
who has used more than the established
threshold should have their leave use re-
viewed for policy compliance.

Patterns of Abuse

With the policy in place that establish-
es the standards of conduct and a records
system that measures usage, SUPErvisors
can easily watch for compliance. Realisti-
cally, an agency cannot expect to stop
every isolated instance of abuse. Rather,
supervisors should routinely look for pat-
terns of abuse. These patterns can evolve
in many ways. For example, the offending
employee may routinely take leave in
conjunction with regular days off, vaca-

tion, or holidays. Some will call in sick in
response to having their vacation requests
denied. Others' sick days may coincide
with their spouse's off-days. A more diffi-
cult pattern to track is when an officer
takes off during a specific time each year.

One of the more obvious patterns is for
the employee to use their leave as soon as
it is accumulated. In these instances, em-
ployees with an extensive length of ser-
vice, such as 10 years, will have accumu-
lated only a few days of leave.

It should be noted, it is not necessary
for the employee to establish to a pattern
of abuse before corrective action can be
taken. Rumors of an officer taking sick
leave for unapproved purposes should be
investigated.

Corrective Action

Enforcing leave policies requires discre-
tion and good judgment on the part of the
supervisor. Once a problem has been iden-
tified, it is incumbent upon the supervisor
to meet with the employee to discuss the
reason for the absences. During this meet-
ing, the goal is to have the employee to
change their behavior. This will not occur
unless the employee assumes responsibili-
ty for his or her conduct. During the ses-
sion, the supervisor should explain that the

purpose of the meeting is to discuss the use
of sick leave, the problem or pattern that
has been identified, and the impact of the
behavior on the organization.

Sometimes, the subordinate may have a
legitimate explanation that was not previ-
ously known and no further action is need-
ed. In other instances, the employee's prob-
lems may exceed the supervisor's ability to
address them. In these cases, the supervi-
sor should recognize his or her limitations
and refer the employee to the department's
employee assistance program.

The most successful corrective action
plans occur when the subordinate takes
part in developing the solution. In some
cases, the supervisor may need to guide
the officer through the process of explor-
ing their alternatives. Before the meeting
is concluded, the supervisor should write
a corrective action plan outlining the
problem, what the employee is going to
do to reduce the use of leave, and adverse
administrative action to be taken for non-
compliance.t

Disciplinary procedures vary from one
community to the next and depend upon
governing laws and collective bargaining
agreements. However, most realize the
need for progressive discipline. Many
agencies require officers who continue
their abusive behaviors to provide a doc-
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tor's statement for a specific time (that is,
six months) to verify all claims of sickness.

Incentives to Combat Abuse

Too often organizations focus enor-
mous amounts of energy and resources
trying to control a few poor performers
and fail to reward their exemplary employ-

Can It Work?

The Ottawa, Ontario, Police Ser-
vice received the 2003 Webber
Seavey Award for its Attendance
Enhancement Program (AEP). The
department created the program to
reverse a continuous increase in
the use of sick leave over a five-
year period.

The AEP represents a multifac-
eted approach to prevent, mini-
mize, and control the risk of eco-
nomic and human resource loss
due to absenteeism. The program's
primary objective was to improve
officer attendance, as well as raise
awareness about attendance issues.
In 2000 the cost to the department
of use of sick leave equaled the ex-
pense of 57 full-time employees.

To kick off the AEP in 2001, the
police service launched two high-
profile pilot initiatives. One in-
volved offering officers monetary
rewards or recognition or both for
demonstrating perfect or strong at-
tendance. The other focused on
arming supervisory staff with the
information, procedures, and tools
they needed to monitor officer at-
tendance. After minor modifica-
tions, the pilot initiatives officially
became part of the program.

Year-end 2002 results confirmed
that the program was a success.
Specifically, the use of sick leave
dropped by 1.6 days per employee,
740 officers and staff had perfect or
strong attendance, approximately
2,500 days of productive work were
gained for the year—equivalent to
adding nine full-time employees to
the workforce—and $540,000 in in-
creased productivity was realized
along with a significant decrease in
expenses related to the disburse-
ment of sick leave benefits.

The Webber Seavey Award for
Quality in Law Enforcement pre-
sented by the International Associ-
ation of Chiefs of Police and Mo-
torola.
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Executive Director
9-1-1 Emergency Communications District
Hamilton County, Tennessee

Hamilton County 9-1-1 Emergency Communications District will be accepting applications for the position of executive di-
rector from Monday, January 26, 2004, until the position is filled.

The executive director reports directly to the Hamilton County 9-1-1 Board of Directors and is both the chief operating and
chief fiscal officer for the Emergency Communications District. Responsibilities include fiscal and operating policy development
and long-range planning, resource allocation analysis, budget planning and reporting, personnel administration, technology and
information resource allocations and staffing, hardware and software planning, and other leadership responsibilities assigned by
the board of directors.

Function—The executive director, through the application of technical and management skills, is responsible for overseeing
an accurate database of Hamilton County's street names, street address spans, and law enforcement, fire, and medical jurisdic-
tion for each street; for the proper operation of the 9-1-1 CAD system; and for promoting an overall awareness among the citi-
zenry of Hamilton County of the uses of the 9-1-1 emergency system. The work includes wide latitude of creative judgment with
the following performance centers:

+Budget and strategic planning

« Timely reporting to the board of directors

*Multiagency center experience

« Strong interpersonal and communication skill-sets

Qualifications—Candidates should possess a combination of skills and experience to meet the minimum performance stan-
dards of the position to include a bachelor's degree from an accredited college or university in a related field or discipline, plus
considerable financial and management skills at the senior executive level. The successful candidate should have a proven
record of success in planning and problem solving, in managing highly skilled personnel, in operating effectively within a complex
organization, and demonstrate a commitment to diversity and equal opportunity. Also important is the ability to interact and es -
tablish good working relationships with the board of directors, multiagency command leadership, government and community of
ficials and leaders, and the general public. Seven years of progressive experience at the supervisory or upper management level
is preferred.

Range: $59,493 - $89,239

A completed application, résumé, and three letters of reference may be sent to Hamilton County Personnel Department,
117 East 7th Street, Frank Newell Tower, Chattanooga, TN 37402. Additional information about the Hamilton County 9-1-1 Emer-
gency Communications District available on request.

Employees are eligible for medical and life insurance, paid leave, holidays, and paid retirement benefits.

For Employment Standards call 423-209-6006, TDD 423-209-6131 or visit www.hamiltontn.gov. You may obtain an applica-
tion at 117 East 7th Street, Chattanooga, TN 37402; or you may print and complete an application from the Web site. Printed Web
site or original applications must be delivered by the closing date (faxed copies are not acceptable). Web site applications cannot
be submitted electronically.

An Equal Opportunity Employer
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ees. Itis interesting to note the different ap-
proach between the private and public sec-
tors in providing leave to employees. In the
private sector there is a growing trend to
stop distinguishing between types of leave
and provide an established amount of
leave each year. The employee can use the
time for any reason they desire.

In the public sector, the trend has been
to keep the different types of leave. As
such, in an effort to reward loyal employ-
ees for not taking leave unnecessarily,
many communities have developed in-
centive programs. Although compensa-
tion practices vary widely across the
country, incentive programs serve to re-
duce leave use and in the long run save
money for the community.

In some agencies, employees are al-
lowed to accrue sick leave to an established
level. The department provides the employ-
ee with a cash payment for a percentage of
all unused sick leave above a base rate at the
end of the year. In many communities, the
reimbursement coincides with the holiday
season and serves as a nice bonus.

Other communities take a long-term
perspective and reward longevity by al-
lowing employees to accrue a specific
amount of leave. Any leave earned be-
yond this limit is forfeited and credited to-
ward years of service upon retirement.

A few departments allow officers to ac-
crue unlimited amounts of sick leave
throughout their career and pay the officer
for a percentage of the unused leave, up to
a specified dollar amount. This serves as a
substantial bonus upon retirement.

Obviously, this list is not exhaustive, but
it does illustrate the wide variation of incen-
tive programs. Also, these incentives are not
without problems. For example, officers
who are paid out at a lesser rate may "burn
the time" they have over the set amount be-
fore retirement. This would represent a bud-
get problem and a staffing problem also.

Sick leave is an essential part of the
employee compensation package. How-
ever, efforts must be taken to ensure that
some employees do not abuse this privi-
lege to the detriment of the organization
and fellow employees. These efforts
should include a fair but firm policy that
is communicated to all employees. The
use of leave should be monitored for pat-
terns of abuse. When abuse is determined
to have occurred, the leave is denied and
corrective action is taken.

Officials should work with the governing
authority to support an incentive plan re-
warding employees for using leave in accor-
dance with the department's policy. These

actions will serve to ensure high morale and
efficient operations in the department. [

! National Institute of Ethics, "The National Law
Enforcement Officer Disciplinary Research Project,”
by Neal Trautman, 1997.

2 For a legal discussion, see Mary Claire Mc-
Naught and Daniel L. Schofield, "Managing Sick and
Injured Employees," FBI Law Enforcement Bulletin, Jan-
uary 1998.

* The medical certificate is a written statement
signed by a registered practicing physician certifying
the period of disability of the patient while under pro-
fessional care. These forms are usually readily avail -
able in doctor's offices. The medical certificate is help-
ful when the employee has been hospitalized and
serves as notice that the employee can return to work.
Other circumstances can include when an employee
has been absent for consecutive days (usually three);
when the employee may have a contagious disease; or
when the absence needs verification.

“U.S. Department of Labor, Employment Stan-
dards Administration, Wage and Hour Division, WH
Publication 1420, June 1993.

s Ibid.

¢ Ibid.
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National Law
Enforcement Policy Center

IACP Model Policy Volumes 1-5
Now Available on CD-ROM

The popular model policies and procedures of
IACP's National Law Enforcement Policy Center are now available
on CD-ROM in addition to three-ring binder.

The CD-ROM features:
« Fully interactive model policy index

*» Model policies in PDF and

There are 96 policies available on such topics as:
« Cellular Telephone Use
* Responding to Suspicious Mail

For more information, prices, or to order,
call Courtney King at 1-800-THE-IACP, or by

JACP

« Search function

Word format

* Taser Update
* Arrests Update
* Evacuations
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Analyzing Concerns among Police Administrators

Recruitment and Retention of
Police Officers in North Carolina

By Douglas L. Yearwood,
Director, North Carolina
Criminal Justice Analysis
Center, and Stephanie Freeman,
Training Specialist, North
Carolina Criminal Justice
Education and Training
Standards Division, Raleigh,
North Carolina

n early summer 2000 the North Caroli-

na Governor's Crime Commission in

conjunction with the North Carolina

Criminal Justice Education and Train-
ing Standards Commission and the North
Carolina Sheriffs' Education and Training
Standards Commission identified four
major emerging issues facing the state's
criminal justice system and its public safe-
ty personnel. As part of this endeavor the
three commissions formed four teams to
focus on professional development, pub-
lic policy, funding, and recruitment and
retention. Each team reviewed its as-
signed issues, identified obstacles to be
overcome, outlined a series of future goals
and objectives and concluded by formu-
lating a specific plan of action to attain
their stated goals.

This article focuses on the work of the
recruitment and retention focus group.

Although the information contained in
this article is specific to North Carolina,
there are common issues applicable to
other jurisdictions. Many police adminis-
trators will benefit from the study's find-

ings and perhaps be able to generalize, or
verify, these findings in their own depart-
ments' recruitment and retention efforts
and bring about refinements to their pro-
grams, policies, and initiatives.

Study Results

Details of the survey methodology are
contained in the sidebar accompanying
this article and the data is reflective of the
employment conditions in North Caroli-
na during the study years 1998-2002. To

Recruitment Strategies: Survey partic-
ipants described their recruitment strate-
gies on a continuum ranging from passive
to neutral to strongly aggressive. Re-
sponses were fairly evenly distributed
with 35.2 percent of the agencies having a
passive recruitment strategy, 33.6 percent
describing their strategy as neutral, and
the remaining 31.2 percent reporting an
aggressive strategy.

Table 1 depicts the recruitment tech-
niques identified and the perceived effec-
tiveness of these techniques. The most fre-

Table 1
Recruitment Techniques and Their Perceived Effectiveness

Average
Effectiveness

cies; therefore, percentages do not equal 100.

Technique Number Using % Using Rating (0 to 9)
Word-of-mouth 118 95.0 6.83
Newspaper ads 103 83.1 5.38
Community college 89 71.8 5.62
Internet 78 62.9 4.64
Personnel listings 76 61.3 413
Auxiliary/reserve force 71 57.3 5.32
Job fairs 61 49.2 2.89
Police Corps 44 35.5 2.73
Radio/TV ads 34 25.4 .85

Note: Survey respondents were encouraged to select all recruitment techniques used by their agen-

establish the validity and reliability of the
information, readers will be interested to
know that of the 205 agencies receiving
the survey, 124 questionnaires were com-
pleted, producing an aggregate return
rate of 60 percent.

quently employed recruitment technique
was word-of-mouth, with 95 percent of
the respondents indicating that this was
the preferred method to recruit potential
officers. The second most common re-
cruitment technique was newspaper ad-
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vertising (83.1 percent), followed by re-
cruiting through the local community col-
leges (71.8 percent) and the use of the In-
ternet (62.9 percent).

Table 1 also depicts the average effec-
tiveness rating for the nine recruitment
techniques that were listed in the survey.
The respondents were asked to rate the ef-
fectiveness of each technique on a scale
from zero (not effective) to nine (highly ef-
fective). The top three most effective tech-
niques were word-of-mouth, local commu-
nity colleges, and newspaper advertising.

Backlog of Qualified Applicants: A
majority (67.5 percent) of the police agen-
cies that were represented in the sample
of returned questionnaires did not have a
current waiting list or backlog of qualified
applicants. The rest (32.5 percent) did
note that they currently maintain a wait-
ing list of applicants. Of those agencies
possessing a waiting list, the number of
applicants ranged from two to 36, with
the average waiting list containing seven
applicants. The number of applicants, per
sworn position, demonstrated a greater
degree of variance and ranged from one
applicant for each vacant sworn position
to 150 applicants per sworn position. The
average number of applicants per sworn
position within those police departments
represented in the survey was 9.9.

Improving Applicant Pool: The survey
asked for comments and specific recom-
mendations on what policies, standards,

|
This study provides a

baseline to ensure what it
will take to recruit and
retain a police force.

and programs should be implemented in
order to improve the quality of future ap-
plicant pools. Advice on how to recruit
more highly qualified police officers was
clustered in three primary areas:

= Salaries

= Improving screening criteria

= Raising or establishing new mini-
mum standards for applicants

Not surprisingly, the majority of the
suggestions dealt with the low or in-
equitable salary and compensation pack-
ages that deter and discourage many ex-

cellent candidates from applying for
entry-level positions. Frustration at the in-
ability to compete with not only the pri-
vate sector but also local and state law en-
forcement agencies was a common theme
among the respondents.

Respondents often commented on the
current screening criteria that are used for
hiring officers and for selecting basic law
enforcement training candidates. Sugges-
tions were offered to either raise existing
minimum requirements or establish and
implement new recruitment standards.
The majority of these comments dealt
with the existing educational standards.

Barriers to Recruiting: The research
identified the most common barriers to
recruiting were competition with other
criminal justice agencies (80.6 percent),
agency budget restrictions (72.6 percent),
agency size (37.9 percent), and competing
with the private sector (34.7 percent).
Fewer agencies reported that the current
cost of living (25 percent), applicant crimi-
nal histories (21 percent), and agency lo-
cation (15.3 percent) were common barri-
ers.

Other barriers included the lack of
equipment or equipment in disrepair, the
lack of career advancement opportunities
and a negative city reputation. The survey
also detected a general misunderstanding

Deputy Chief of Police—Operations

GET THAT CONFESSION!

City of Portage, Michigan
(Population 45,000)

Portage, located equidistant between Chicago and Detroit, covers 34.5
square miles and has a high quality of living, outstanding schools, and de-
sirable jobs. It is experiencing the highest residential growth rate in the re-
gion.

Portage has a stable council-manager form of government. The city
manager, who is appointed by the city council, is the chief administrative of-
ficer. He has been in the position since 1985 and is responsible for all ad-
ministrative functions of the city government. The chief of police reports to
the city manager.

Deputy chief of police - operations reports directly to the chief of police
and manages 55 full-time sworn law enforcement officers in police patrol, in-
vestigations, school liaisons, crime prevention, tactical team, lab team, and
cooperative drug units.

Candidates must be MCOLES certified within one year of employment,
must obtain a Michigan driver's license, possess a bachelor's degree in
criminal justice or related field, and have a minimum of five years of high-
level command experience in modern police practices and technology. A
master's degree and/or extensive experience is preferred. The successful
candidate will be required to complete a physical examination including a
drug and alcohol screen, a psychological assessment, a written assess-
ment, and a complete background investigation.

Portage offers an excellent fringe benefit package and a salary range of
$61,453 to $86,035. Apply in confidence by sending a letter of application
and résumé.

The recruitment will remain open until the position is filled. Send your ré-
sumé without delay to Robert E. Slavin, President, Slavin Management
Consultants, 3040 Holcomb Bridge Road, Suite B-1, Norcross, Georgia
30071; Phone: 770-449-4656; Fax: 770-416-0848; E-mail: slavin@
bellsouth.net

EOE—Qualified Minorities and Women Are Encouraged to Apply.

For exactly 45 years, Police Chiefs have sent us their fu-
ture polygraphists. They know we are famous for teaching
in only 7 weeks proven polygraph methods plus how to
obtain court-admissible confessions from suspects and
disqualifying admissions from applicants

9/13 to 10/29/2004 Poughkeepsie, New York
Dutchess County Sheriff is Co-Sponsor
We have trained their polygraphists since 1974.

For free information about our nationally-recognized Ex-
pert Law-Enforcement Polygraphist course, fax your re-
quest to 973: 838-8661 (24 hour).

L“

e nesticred training ow -
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Richard O. Arther, Director
Catherine Arther, Co-Ordinator
200 West 57th Street
New York, NY 10019-3211
800: 643-6597
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about the image of campus law enforce-
ment officers. A reported barrier included
the view that campus police officers were
not considered as being fully sworn law
enforcement officers and vested with the
same powers as city police, thus hinder-
ing recruitment.

Attrition Issues

Turnover rates for sworn police posi-
tions, using July 2001 as a base, ranged
from zero to 87 percent with an average
turnover rate of 14.2 percent being report-
ed by those agencies returning completed
surveys. Forty-one percent of the respon-
dents noted that their agency's turnover
rate remained stable for the years of the
study (July 1998-July 2001). Slightly more
than a quarter of the agencies experienced
either a significant or a slight rise in their
respective turnover rates, while turnover
rates dropped for 30.2 percent of the po-
lice departments.

Vacancy rates for sworn positions,
using June 2002 as a base, ranged from
zero to 100 percent; 47.6 percent of the
agencies reported a full sworn force with
no vacant sworn positions on June 30,
2002. The average vacancy rate for sworn
positions was 7.2 percent. During the pe-
riod June 1999 through June 2002, 49.6
percent reported that their respective va-
cancy rates had not changed, while 27.8
percent reported an increase in their va-
cancy rates, and 22.6 percent noted a de-
cline in vacancy rates.

Retention Techniques

Six different techniques for personnel
retention were identified on the survey
and agencies identified the specific tech-
niques being utilized and then ranked
each retention technique in terms of their
effectiveness on a scale from zero (not ef-
fective) to nine (highly effective).

Table 2 reveals the most popular reten-
tion strategy was annual pay increases, ir-
respective of job performance. Of the re-
spondents, 81.5 percent felt that longevity
and cost-of-living salary adjustments
were essential retention techniques. Offer-
ing education incentives, such as tuition
reimbursement and allowing officers to
attend classes during the work hours, was
the second most frequently employed
technique (76.6 percent), followed by per-
sonnel promotions (69.4 percent).

Survey participant ratings on the effec-
tiveness of the identified six retention
techniques are also provided in table 2. As
ageneral rule the most frequently used re-
tention techniques were also perceived to
be the most effective with the exception of
promotions and assigning favorable work
shifts, which were perceived to be less ef-
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Table 2
Retention Techniques and Their Perceived Effectiveness

Average
Effectiveness

Technique Number Using % Using Rating (0 to 9)
Annual pay increase

irrespective of performance 101 815 5.9
Education/training

agency expense 95 76.6 5.6
Promotions 86 69.4 45
Annual pay increase

performance-based 82 66.1 5.6
Formal awards, recognition 80 64.5 4.2
Assigned favorable work shift 75 60.5 5.2

Note: Survey respondents were encouraged to select all recruitment techniques used by their
agencies; therefore, percentages do not equal 100.

fective than performance-based merit
pay.

Attrition Reasons

Table 3 depicts the attrition reasons for
North Carolina police departments.
Agency budget restriction was reported
as the most frequently discussed factor
when explaining why police officers leave
the department. A high percentage of the
respondents also noted that lateral trans-
fers to other law enforcement agencies
and employees' resigning to accept em-
ployment in the private sector were sub-
stantial factors affecting agency attrition
rates. It should be noted that all of the fac-
tors listed in table 3 were identified as rea-
sons why officers leave departments, with
even the bottom three occurring in slight-
ly more than 40 percent of the responding
police agencies.

Respondents were asked to identify
the extent to which each factor affects
their agency's attrition, that is, to select the
best response from a range of choices.
Agency budget restrictions and lateral
transfer account for the bulk of police de-
partments' attrition rates. Forty-four per-
cent of respondents noted that agency
budget restrictions accounted for 71-100
percent of their agency's total attrition
rate. Lateral transfers explained between
81 and 100 percent of their attrition.

Surprisingly, all of the remaining fac-
tors listed on the survey instrument were
discounted as significant contributors,
with the majority of the respondents not-
ing that these factors account for less than
10 percent of their agency's total attrition.
While the remaining factors do explain
some attrition, the factors do not occur
frequently enough to drive a sizable de-
cline in a police agency's workforce.

Average Length of Service

In this study, irrespective of the rea-
sons why officers leave, the average
length of an officer's employment was 34
months before he or she decides to leave
the police agency. Eighty-four percent of
the agencies reported an average length of
stay less than three years. Thus, it appears
that there exists a critical two-month win-
dow (between an officer's 34-month em-
ployment anniversary and his or her 36-
month employment anniversary) during
which police agencies can implement
policies or programs to improve retention
rates and conversely minimize its attrition
rate by retaining officers beyond three-
years. Once an officer is retained beyond
this critical period attrition drops precipi-
tously. Only 16 percent of the police agen-
cies reported an average length of stay, for
those officers that eventually leave the
agency that was greater than three years.

Significant Differences

Analyzing several pertinent research
questions would ascertain if significant
differences existed between agency
groupings.

Do agencies with high attrition rates differ
from agencies with low attrition rates in terms
of how each group rates the effectiveness of
their recruitment strategies?

Surprisingly, agency attrition rate has
no significant bearing on how the respon-
dents rated the effectiveness of their re-
cruitment strategy. Agencies with low at-
trition rates are no more likely to report
effective recruitment strategies than agen-
cies with higher attrition rates. In other
words, for police agencies, effective re-
cruitment strategies are not directly relat-
ed to the extent to which an agency loses
sworn personnel.



Factor

Table 3
Causal Factors for Police Department Attrition Rates

Agency budget restrictions 102 82.3
Transfer to another law enforcement agency 101 81.5
Left for private sector 87 70.2
Retirement 71 57.3
Agency location 62 50.0
Agency size 59 47.6
Cost of living 59 47.6
Specific job duties 55 444
Unrealistic officer expectations 55 44.4
Prior criminal history/decertification 55 44.4
Lack of fringe benefits 54 435
Agency residency requirement 51 41.1

Note: Survey respondents were encouraged to select all recruitment techniques used by their
agencies; therefore, percentages do not equal 100.

Number Reporting %

Do agencies with high attrition rated differ
from agencies with low attrition rates in terms
of how each group rates the effectiveness of
their retention strategies?

The effectiveness ratings of the various
retention strategies did not vary by
agency attrition group. Agencies with low
attrition rates are no more likely to report
more effective retention strategies than

agencies with high attrition rates. Thus, it
appears that the perceived effectiveness
of retention techniques is not related to
agency turnover.

In terms of attrition rates, do agencies that
adhere to the minimum educational require-
ment differ from agencies that require higher
educational attainment such as a college de-
gree (associate's degree or bachelor’s degree)?

The North Carolina survey found that
agency attrition rates are not significantly
related to minimum educational require-
ments. Agencies with low and high
turnover rates do not differ in terms of
their entry-level educational require-
ments. In other words, police officers that
hold a high school diploma are no more
likely to remain with an agency than offi-
cers holding higher educational creden-
tials. Contrary to popular assumptions of-
ficers who hold higher educational
credentials are not leaving the agency at a
higher rate than their counterparts who
possess the high school diploma.

In terms of entry-level salaries do agencies
with high attrition rates differ from agencies
with low attrition rates?

Agencies are not losing sworn person-
nel because of their respective starting
salaries. In North Carolina the starting
salary is not currently and directly related
to attrition. The survey indicated that
agencies with high attrition rates do not
have significantly lower entry-level
salaries than agencies with lower attrition
rates.

Small vs. Large Agencies

This survey found that factors other
than education and starting salary are dri-

$59,861/yT.

www.aberdeen.sd.us.

EOCE

Police Chief

City of Aberdeen, SD (population 25,000) is
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istration, direction and coordination of personnel
and activities of all divisions of the Police Depart-
ment. BS degree in Criminology, Criminal Justice,
Administration and six (6) years experience (five
in a supervisory capacity or an equivalent combi-
nation of experience/education). Starting salary

Apply by March 26, 2004. Applications/infor-
mation: City of Aberdeen, Human Resources, 123
S. Lincoln St., Aberdeen, SD 57401. 605-626-7013,
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Firearms
Interdiction
Project

The Firearms Interdiction Project
offers site-specific, technical
assistance programs. These
trainings are offered to agencies
and their designated participants
at no-cost and include the follow-
ing components:

« Crime Mapping

« Crime Gun Tracing

« Dynamic Partnerships

¢ Characteristics of Armed
Persons

« Firearms Identification

* Proactive Firearm Interdiction
Strategies

« Crime Scene Reconstruction
« Grant Writing

Please note that there is a
competitive application process
that requires agencies to submit
an application along with support-
ing documentation. For more
information on how to apply for
this no-cost assistance, please
contact Valencia Kyburz at
1-800-THE-IACP ext. 802 or by
e-mail at kyburz@theiacp.org

North Carolina
Recruitment and Retention
Survey Methods

Survey Instrument: A three-part,
27-item survey was developed with
the first section of the questionnaire
presenting questions that addressed
the issue of recruiting sworn police
personnel. The survey items dealt
with recruitment strategies and
techniques, the number of appli-
cants, and the extent to which the re-
sponding agency had a backlog or
waiting list of potential candidates.
Respondents were also given the
opportunity to comment on what
course(s) of action should be under-
taken to improve the recruitment of
sworn police officers and to build a
more qualified applicant pool.

Part 2 of the survey instrument
addressed the issue of attrition and
retention and included questions
that were designed to enumerate
the responding agency's turnover
and vacancy rates and how these
have varied over the past three
years. Other questions focused on
obstacles that hinder successful re-
cruitment, techniques for retaining
sworn personnel and reasons why
officers leave the agency. Respon-
dents were also given the chance to
offer suggestions for improving
personnel retention.

Survey Sample: A list of North
Carolina's 453 police agencies was
provided by staff of the Criminal
Justice Education and Training Stan-
dards Commission and was utilized
as the basis for selecting those police
departments that would be includ-
ed in the survey sample. The list was
divided into four groups, or quar-
tiles, based on the median number
of sworn personnel.

A proportionate number of
agencies, relative to the percent of
agencies in each of the four groups,
were sampled and selected to re-
ceive a copy of the survey in the
mail. A total of 205 surveys were
distributed with 53 (25.8 percent)
going to agencies with more than
18 sworn officers, 45 (22 percent) to
agencies with nine to 18 sworn offi-
cers, and 43 (21 percent) being
mailed to agencies with five to
eight sworn officers. The remain-
ing 64 surveys (31.2 percent) were
mailed to the state's smallest law
enforcement agencies, those that
have fewer than five full-time
sworn officers.
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ving attrition rates. As noted earlier,
agency budget restrictions were the most
commonly reported reasons for attrition.
Perhaps, officers are either being forced to
leave through layoffs caused by bud-
getary issues or voluntarily leave around
the three-year employment mark due to
the lack of promotional opportunity and
accompanying increase in salaries. Re-
gardless, budget restriction was consid-
ered the primary reason for attrition.

When evaluating the difference be-
tween small and large agencies, the sur-
vey results established three interesting
factors.

Do small and large agencies differ in terms
of their perceived effectiveness ratings for re-
cruitment techniques?

Larger police departments are more
likely to use, and more likely to report
higher effectiveness ratings for, three re-
cruitment techniques: Internet, Police
Corps, and job fairs. Smaller agencies are
less likely to employ these three tech-
niques and do not view them as effective
recruitment strategies.

Do small and large police agencies differ in
their attrition rates?

Larger police agencies report an aver-
age attrition rate of 10.2 percent while
their smaller counterparts report an attri-
tion rate almost twice as high (18.2 per-
cent).

Is there a difference between larger agen-
cies and smaller agencies in hiring applicants
who have already completed basic law enforce-
ment training?

Both small and large police depart-
ments reported similar percentages for
the number of new hires who had previ-
ously completed a basic law enforcement
training course. On the average smaller
agencies reported that 84 percent of their
new hires had completed basic training
versus 82.7 percent of the larger agencies'
new employees.

Current External Events Affecting
Recruitment and Retention

It is extremely important to consider
external events and the current economic
situation, which is affecting agencies in
North Carolina and across the United
States. Both local and state agencies are af-
fected by these events and the influence
on the results of the current study needs
to be considered. The time period for this
study is 1998-2002, so its results may re-
flect some but not all of the difficulties
caused by governments' fiscal crisis that
started in 2001 as well as the employment
and business recession facing most juris-
dictions' tax generating ability, which re-
sults in restraining the police depart-
ments' budgets. The terror attacks of
September 11, 2001, the subsequent war
on terrorism, and the war in Iraq all con-



tinue to affect recruitment and retention
by police agencies. The current focus on
homeland security and additional re-
quirements placed on local and state
agencies without adequate funding will
affect not only the current budgets but
also future budgets of law enforcement
agencies.

Economic concerns and limitations
may limit attrition as individual officers
have fewer options to pursue outside of
their current position. Conversely, more
positions may be created as a response to
homeland security issues and more va-
cant positions may open up in order to
meet the need.

Policy Recommendations

From the results of this study certain
policy recommendations to the chief exec-
utive officers of police departments be-
came apparent.

Recruitment Strategy: Police depart-
ments may wish to consider launching a
more aggressive recruitment strategy to
fill vacancies that are fairly limited at this
time as indicated by an average vacancy
rate of 7.2 percent. Agencies should ex-
plore innovative recruitment strategies
and seek ways to improve the effective-
ness of existing strategies. They should
perhaps conduct more recruiting efforts
on a national level and should recruit for-
mer military personnel. This would ex-
pand the average number of applicants,
which in North Carolina is currently 9.9
per position and possibly include more
individuals that the departments view as
better and more qualified applicants.

Respondents overwhelmingly men-
tioned salary issues as factors affecting
both recruitment and retention within
their agencies. Increasing the average
starting salary may attract a better and
larger applicant pool, but study findings
suggest that the greater salary concern oc-
curs after, and not before, the applicant is
hired as a new officer. On the average offi-
cers are leaving the department after two
years and 10 months of service, possibly
because of limited opportunities for pro-
motion or the failure to receive an increase
in their salaries. In other words they are
still receiving the same compensation, or
only aslight increase above, their original
starting salaries. This holds true for all of-
ficers irrespective of whether or not they
possess a two- or four-year college de-
gree.

Retention Strategy: Further work is
needed to explore options for retaining of-
ficers beyond the three-year service mark
including proposals to address increasing
officer salaries during this critical period.
In addition to cost of living adjustments
other pay increase opportunities could in-
clude merit pay, increased pay for educa-

tion and specialized training and in-grade
step increases. Graduated pay scales
based on length of service, with or with-
out supplemental state and federal fund-
ing were mentioned as possible alterna-
tives.

The three most common reasons offi-
cers give for terminating employment
were, according to the agencies that re-
sponded to the survey, agency budget re-
strictions, accepting employment in the
private sector, and lateral transfers to
other law enforcement agencies. In-depth
review of these issues was beyond the
scope of this study. For example, more re-
mains to be learned about lateral transfers
in the law enforcement community. Why
do officers switch agencies, and how do
they select the next agency? Officers who
leave for employment with state agencies
and larger municipal law enforcement
agencies should be contrasted with those
transferring to agencies of the same size
and smaller. Recommendations should be
directed at reducing the number of lateral
transfers across law enforcement agencies

Hiring Trained Applicants
vs. Training New Hires

The study team also thought it
was important to ascertain the ex-
tent to which police agencies either
(1) hire applicants who have al-
ready completed basic law enforce-
ment training (BLET) or (2) hire ap-
plicants and then sponsor their
BLET during the state-mandated
period after employment. Survey
questions addressed both sides of
the coin by soliciting participants
to state the proportion of both pre-
and post-BLET hires. The percent-
age of applicants who are hired be-
fore completing their BLET ranged
from zero to 100 percent with 70
agencies (58.3 percent) requiring all
applicants to complete BLET be-
fore employment. Responses from
eight agencies (6.7 percent) indi-
cate that 100 percent of their new
hires are employed first with ad-
mittance into a BLET program oc-
curring thereafter. Across the entire
study sample, the average police
department hires 82 percent of its
applicants from an applicant pool
that has already completed a BLET
program, with the remaining 18
percent of the new hires being em-
ployed prior to BLET.

that may include consideration of salary
issues, extending an officer's employment
contract beyond three years, and a combi-
nation of employment restrictions and in-
centives to remain with an agency once
employed.

Selection Strategy: A relatively large
percentage of the respondents noted con-
cerns about the current applicant screen-
ing process for attending basic law en-
forcement training instruction prior to
employment. Given the fact that across
the state of North Carolina 82 percent of
the newly employed sworn officers have
already completed basic training the im-
portance of screening for basic training
takes on new emphasis. The implication
to law enforcement executives is that seri-
ous examination of basic training screen-
ing procedures must occur as an ongoing
evaluation process to ensure the local
agencies' needs are being met. During this
study numerous recommendations were
offered including requiring a mandatory
passing score on standardized entrance
exams, minimum reading and writing
test requirements, as well as having all in-
terested parties pass the minimum train-
ing and standards employment require-
ments prior to enrolling in a basic law
enforcement training course of instruc-
tion.

The Future

Since this study was initiated, current
events have changed many factors in
American law enforcement. Homeland
security is now a buzzword in law en-
forcement. New skills and emphasis on
protecting the infrastructure of the coun-
try has added responsibilities to local law
enforcement. When this study started, the
economy was strong and governments
had a solid tax base. By the conclusion of
this study the economy had eroded, de-
partments were facing fiscal crises and
new unfunded mandates were being
forced on state and local governments by
the federal government.

This study has provided a baseline for
future studies to ensure that the law en-
forcement executives know what it will
take to recruit and retain a police force to
meet the needs of their community. O

The opinions expressed in this article are those of the
authors and do not necessarily reflect those of the North
Carolina Governor's Crime Commission, the North Caroli-
na Criminal Justice Education and Training Standards
Commission, or the North Carolina Sheriffs* Education and
Training Standards Commission.
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Minority Recruitment:
A Working Model

By Walter A. Tangel, Chief of
Police (Retired), Program
Manager, and Andrew
Morabito, Senior Project
Specialist, Programs and
Research Activities
Directorate, International
Association of Chiefs of
Police, Alexandria, Virginia

any police agencies have experi-

enced difficulty recruiting and

selecting applicants. In particu-

lar, agencies continue to have an
especially hard time recruiting minority
applicants. Since September 11, 2001, the
problem has become more acute, as mili-
tary reserve call-ups and an expanding
police role strain agency resources across
the country. The IACP has made efforts to
address this pressing problem.

With funding from the Department of
Justice's Office of Community Oriented
Policing Services (COPS), the IACP part-
nered with the Hartford, Connecticut, Po-
lice Department (HPD) to develop a
replicable model to promote local solu-
tions to minority recruitment and selec-
tion shortfalls. The HPD is an agency
committed to narrowing the gap between
the ethnic and racial composition of the
department and the ethnic and racial
composition of its city. It seeks to strength-
en partnerships between the HPD and
community leaders, organizations, and
citizens; create a relationship-building
strategy to enable the police and the com-
munity to collaborate to further diversify
the police workforce; and use the commu-
nity as a recruitment agent to fashion a

police force that more closely mirrors the
community racially and ethnically.

A Collaboration Model

The most exciting outcome of this ef-
fort is the Police Recruitment and Place-
ment-Community Collaboration Model.
The principal objective of the model is to
position police executives and their local
governments to diversify their police
agencies. The model focuses on mobiliz-
ing the community in an effort to increase
the number of minorities who both apply
and are selected for police positions. This
model is fully replicable in cities, towns,
and counties across the country and has
the potential to help any size or type of
police agency diversify its workforce. The
model has three core phases: building
block activities, stakeholder action plan-
ning, and strategy implementation, moni-
toring, and evaluation. Based upon expe-
rience in Hartford, this model can help
chief executives diversify their agencies
and build stronger ties between their
agencies and the communities they serve.

Phase 1: Building Block
Activities

Before developing or implementing a
diversification strategy, local law enforce-
ment agencies must diagnose the recruit-
ment problem in collaboration with the
community. This is important, because
prospective applicants will be not only
serving the community but also coming
from the community. The community will
have a strong understanding of what
knowledge, skills, and abilities are re-
quired of officers and some previously
untapped places to recruit the individuals
with those traits.

Successful employment of the model
also requires assembly of a substantial

body of information. Agencies should
possess a complete understanding of their
marketplaces and their pools of potential
applicants; the structure, operation, and
effectiveness of their recruitment and se-
lection systems; and the best of contempo-
rary recruitment and selection practices.
Agencies must also enhance their own
human resources processes. Each of these
building block activities is crucial to a suc-
cessful outcome.

Diagnose the Recruitment Popula-
tion: Commercial enterprises invest sub-
stantially in market and consumer re-
search to understand the attitudes and
preferences of potential customers. Few
police agencies, however, use similar tac-
tics. During the police recruitment
process, little attention is given to the
characteristics of those individuals likely
to be drawn to police work and those
most likely to prevail in the selection
process, never mind those individuals
who will actually be successful officers.
Therefore, the assembly of a body of data
on the most important characteristics (see
table 1) of the recruitment-age and pre-re-
cruitment-age population must be gath-
ered before any targeted recruitment ef-
forts are begun. This information will
allow agencies to focus limited recruit-
ment resources on individuals that are
most likely to seek a career in policing and
can serve as a foundation for designing
and implementing recruitment strategies.

The most cost-effective method for col-
lecting this data is through the use of a
formal survey. Through COPS Office
funding of the Collaborative Leadership
Project, the IACP has produced a model
survey for police agencies, titled "Careers
in Police Service." This survey is designed
to obtain relevant characteristics and to
diagnose the current and future recruit-
ment populations. Once the survey is tai-
lored to the local community in which it
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"Police Officers are my heroes.

| believe that those who enter
the police service are answering
acalling to public service. They
want to make a difference and
improve the quality of life in the
communities they serve."

IACP President Joseph M. Polisar

Continue to make a difference to the law enforce-
ment profession: Sponsor new IACP members
during the 2004 President's Membership Drive.
Learn from the network of 20,000 IACP members
about proven techniques successfully serving the
public. New and existing members will gain new skills
through IACP's programs & services that can be
applied in their communities around the world.

Remember-law enforcement professionals at
every level can qualify for membership in the IACP.
Those in command-level positions qualify for active
membership; others may be eligible for associate
membership. See the application for details.

Every member who sponsors at least one new
member will receive an official IACP Portable Toolkit -
perfect in the trunk of your car for emergencies or for
use on your workbench. In addition, more rewards
are available for sponsoring more than one member.

Sponsor 3 new members: Free registration to the
111th Annual IACP Conference being held November
13-17, 2004 in Los Angeles, California, USA.

(A $225 Value!)

Sponsor 5 new members: IACP Model Policy CD
ROM-One full volume of your choice complete with
20 policies and research papers. (A $150 Value!)

Sponsor the most new members: GRAND PRIZE -
$500 Cash Reward

In order to qualify for all prizes and incentives
specially coded 2004 President's Membership Drive
applications MUST be used.

2004 President's Membership Drive
Rules and Information

1. The new members you sponsor must use the 2004
President's Membership Drive application. Photocopies
are acceptable.

. Applications must be received at IACP Headquarters by
the close of business August 15, 2004.

. Renewing members do not qualify for this drive.

. Prizes are non-transferable.

. Winners of a free IACP Model Policy CD ROM will be able
to make their choice at the conclusion of the drive.

. The 111th Annual IACP Conference will be held in
Los Angeles, California, USA November 13 - 17, 2004.

. The Grand Prize will be awarded to the member who
sponsors the most new members. In the event of a tie,
a drawing will be held to determine the winner.

. Members will be sent/notified of all prizes & incentives
following the conclusion of the drive.

. The first 500 members to sponsor a new member in the
drive will receive official IACP Tool Kit.

Sponsor members during
the 2004 President’s
Membership Drive

IACP President Joseph M. Polisar

Win prizes by sponsoring new members in
the 2004 President's Membership Drive
with the opposite specially coded
membership application.




IACP President’s Membership Drive Application PONOTUSE

International Association of Chiefs of Police

515 N. Washington St.

Alexandria, VA 22314-2357

1-800-THE IACP; 703-836-6767; Fax: 703-836-4543

Please send payment to P.O. Box 90976, Washington, DC 20090-0976

I am applying for the following category of membership: Amount
OActive [0 Associate O Associate employed by profit-making firm $100 (U.S.dollarsonly) | “*F ————————
(Associate members enjoy the same privileges as active members except those of holding office and voting.) .

Name: LTI T T Ty ) LI T T T I I T T TTIT] o

‘ first middle Tast MS #
Title/Rank: HEEEEEEEEEEEEEEEEEEEEEn

Agency/BusinessAffiiation: | [ | [ [ [ [ [T T[T T TT TP T TP TTT]

Business Address HNEEEEEEEEEEEEEEEEEEEEEEEEN

number and street

) city/state/province/country zip/postal code
Residence Address: Lt PP

number and street

) city/state/province/country zip/postal code
Business Phone: LTI T T T Tl ] P T T T LT TTTTTTTI]
E-mail crerrrrrrr PPl

Web Site: HEEEEEEEEEEEEEE e EEEEn

SEND MAIL TO: OBUSINESS [ RESIDENCE

O Please provide me with a current complimentary copy of theIACP Membership Directory (valued at $15).
Do you currently subscribe to Police Chief magazine? OYes [ONo

Signature of Applicant:
Sponsor (IACP active member): Membership number

EACH APPLICANT MUST BE SPONSORED BY AN ACTIVE MEMBER OF IACP IN HIS/HER RESPECTIVE STATE/PROVINCE/COUNTRY.

Date of birth: Number of sworn officers in your agency (if applicable)
Approx. pop. served (if applicable): 0 a. under 2,500 [0 b.2,500-9,999 O c. 10,000-49,999 [ d.50,000-99,999 [ e.100,000-249,999 0 f. 250,000-499,999 [ g. 500,000 and over
Education:

Date elected or appointed to present position:
Law enforcement experience (with approximate dates)

Have you previously been a member of IACP? OYes [ONo If yes, when?

Membership dues (U.S. dollars only)include subscription to Police Chief magazine (valued at $25)
__Purchase order enclosed ___Personal check/money order enclosed Agency check enclosed
__ Chargeto: OMasterCard OVISA OAmericanExpress O Discover

Cardholder’s Name: Card #: Exp. Date
Cardholder’s Billing Address:
Signature:

All memberships expire December 31 of each calendar year. Applications received after October 1 will be credited to the following year.

PDA04
MEMBERSHIP REQUIREMENTS
‘he following persons are eligible for Active Membership: The following persons are eligible for Associate Membership:

Commissioners, superintendents, sheriffs, chiefs and directors of national, state, = Police officers employed by police agencies below the rank of lieutenant.
provincial, county, municipal police departments. = Superintendents and other executive officers of prisons.
Assistant chiefs of police, deputy chiefs of police, executive heads and division, = Chief executives, departmental officers and technical assistants of city, county, state,
district or bureau commanding officers. Generally the rank of lieutenant and above is provincial and national agencies with administrative or technical responsibility for
classed as active membership. police-related activities.
Police chiefs of private colleges and universities who are qualified as law « Prosecuting attorneys, their deputies and deputy sheriffs.
enforcement officers within their respective states/provinces. = Professors and technical staffs of colleges and universities engaged in teaching or re-
Officers who command a division, district or bureau within the department. Com- search in criminal law, police administration and other phases of criminal justice.
mand must be specified on the application. = Staffs of crime institutes, research bureaus, coordinating councils, law enforcement as-
Chief executive officers of railroad police systems and railway express company po- sociations.
lice systems. = Chief executive officers of industrial or commercial security police agencies and

private police or detective agencies.
For further information on membership benefits and eligibility, contact the IACP Member Services Department, at 1-800-THE IACP.



will be administered, a profile of individ-
uals more likely to respond favorably to
recruitment initiatives, that is, the target
recruitment population, will emerge from
the responses.

Identifying the target recruitment pop-
ulation is only the first step. Once these
data have been collected, they should be
complemented with job market informa-
tion. This general and police-specific in-
formation will provide a clearer picture of
the competition within the job market for
the target population that has been identi-
fied. The local police agencies' demand
for officers, comparative salaries, and
benefits are obviously all core considera-
tions for prospective hires. Community
perceptions of the police department, in-
cluding issues of fairness, trust, and orga-
nizational commitment to workforce di-
versification, may also be significant to
prospective employees and those willing
to assist in a community-based recruit-
ment effort.

Diagnose the Human Resources Sys-
tem: Once the recruitment targets have
been identified, a market survey has been
conducted, and the competition has been
studied, the second building block activi-
ty is to diagnose the agency's human re-
sources system. Just as it is important for
police executives to understand factors
external to the agency that may affect hir-
ing, they must also understand the inter-
nal agency practices that affect their re-
cruitment and selection efforts.

In diagnosing the human resources
system, police executives should first doc-
ument or map the local testing and selec-
tion procedures. Each step of the process
should be identified and placed in context
to the other steps. The strengths and
weaknesses of jurisdictional and agency
recruitment and selection policies and
practices must be identified so that factors
that contribute, or serve as barriers, to
successful recruitment and selection can
be determined. A conventional manage-
ment evaluation, documenting current ac-
tivities and evaluating them against best
practice standards, will best accomplish
this objective. Moreover, the IACP has
produced database development guide-
lines that include information about data
collection efforts that can help agencies
center upon the legal framework for re-
cruitment and selection, the authority and
administration for recruitment and selec-
tion, recruitment policies and practices,
and selection policies and practices. These
topics would include pertinent state
statutes, civil service requirements, work-
force profiles, recruitment strategies, se-
lection sequences, and several others.

The evaluation of the HR system
should be designed with the goal of iden-
tifying a series of profiles, including the
following: recruitment and selection attri-
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tion, adverse impact, and turnover and re-
tention. Each of these profiles should be
evaluated as to the effect it has on the re-
cruitment and selection of particular
groups of individuals and then used to
formulate recommendations for improve-
ment. For example, a recruitment and se-
lection attrition profile should include sta-
tistical information that traces applicants
through the recruitment and selection
process. It is important to maintain statis-
tical data. Record the number of appli-
cants, the number of applicants that ap-
pear for the initial step of the testing
process, the number that survive each
subsequent step in the selection process,
the number that become eligible for ap-
pointment, and the number selected.
These data should be grouped by race,
gender, and other descriptors of local sig-
nificance so that the evaluation can lead to
specific recommendations for improve-
ment in the process.

The adverse impact profile allows the
chief executive to identify any agency
processes that may hinder or negatively
affect minority recruitment and selection.
To identify this profile, information must
be collected, isolating the race, ethnicity,
and sex of applicants at each stage. In any
effort to recruit and select minorities, this
type of information will clearly provide
the chief executive with a barometer of
the agency's efforts to diversify the de-
partment. The final profile required by the
model is for turnover and retention.
Agencies should identify the sex, age,
race, ethnicity, and years of service of
every sworn and nonsworn member of
the agency. This information should be
grouped by rank, assignment or position,
and, where relevant, cause of departure
(resignation, termination, disability). This
information will assist in tailoring the re-
cruitment message to prospective appli-
cants and should also guide the agency in
some of its personnel policies and prac-
tices.

Best Practices: The third and final
component of building block activities
within the model is the inventory of best
or promising practices. The search for
these practices should include all three
stages of the hiring process: recruitment,
selection, and retention. Each has an im-
portant effect upon an agency's personnel
composition. One should not be over-
looked at the expense of another. The
identified best practices will assist the
chief executive in identifying policies and
programs that have proven to be or are
proving to be successful in increasing the
diversity of other law enforcement orga-
nizations. Special attention should be
paid to agencies with similar resources,
recruitment concerns, demographics, and
other pertinent characteristics.

Phase 2: Stakeholder Action
Planning

Once an agency is armed with these
building block products, they should
begin engaging stakeholders. Stakehold-
ers are those individuals that have an in-
terest, or stake, in enhancing minority re-
cruitment and selection. They are the
groups and individuals that can influence
the outcome, positively or negatively, in
the development of strategies to address
police agency recruitment and selection
objectives. Incorporating the input of
these stakeholders can be successfully ac-
complished through a series of communi-
ty engagement sessions. Community en-
gagement sessions are designed to enlist
community leaders in lasting collabora-
tive partnerships. The objectives of these
engagements are to familiarize stakehold-
ers with the recruitment issues and needs
that confront the police agency, define
and develop responses to the issues and
needs, and promote stakeholder owner-
ship and commitment to implementing
the responses.

Mobilize Community and Govern-
ment Stakeholders: The primary objec-
tive of this phase of the model is to enlist
groups that have a stake in the outcome of
the process. Core stakeholders might in-
clude police executives; police human re-
sources specialists; labor and union offi-
cials; city or county human resources
executives and specialists; the jurisdic-
tion's chief administrative officer (city or
county executive, mayor); the jurisdic-
tion's legislative body; neighborhood as-
sociations; minority interest groups; and
special interest groups. The chief of police
should lead the mobilization effort, as
leadership from the top will be essential
in effecting the changes required to im-
prove the recruitment and selection
processes. Additionally, the interest of the
chief executive and the agency's com-
mand staff can send a powerful and valu-
able message to the community that mi-
nority recruitment is a priority.

Conduct Orientation Engagement
Sessions: The purpose of the orientation
engagement is to introduce stakeholders
to the engagement process. The agenda
should focus on objectives and compo-
nents of the engagement process, includ-
ing stakeholder obligations (such as time
commitments), benefits of participation,
police department recruitment issues and
needs, barriers to minority recruitment,
and the value of minority recruitment.
Orientation engagements can accommo-
date larger stakeholder audiences than
are typically recommended for other
types of community engagement ses-
sions, but they should not exceed 50 indi-
viduals. Groups larger than this can be-
come unwieldy and can also act as a



barrier to an open, free-flowing exchange
of information. Trust-building exercises
and open-forum discussions may be used
initially as a way to initiate communica-
tion among the various stakeholder
groups.

Conduct Building Block and Infor-
mation Engagement Sessions: These en-
gagement sessions should convey the
most important aspects of the information
that was collected during the building
block activities to all of the stakeholders,
including information collected from the
target population survey, HR system con-
ditions, and identified best practices. It is
not necessary for stakeholders to master
the complexities of the information. It is
necessary, however, to ensure that they
are aware of the highlights and what in-
formation is available so that they can
make informed decisions about recruit-
ment and selection plans as a collabora-
tive partnership. Moreover, conscious ef-
forts should be directed to discovering
any missing information that stakehold-
ers feel they will need to create action
plans. As a general guideline, the more
substantive the information that is avail-
able, the more likely a cogent and success-
ful plan will be developed.

Conduct Action and Implementation
Engagement Sessions: Once stakeholders
are familiar with the recruitment and selec-
tion problems and have familiarized them-
selves with the available information gath-
ered during the building block activities,
action and implementation engagement
sessions should be conducted. The initial
purpose of these sessions is to develop
strategies that promise to promote more ef-
fective minority recruitment and selection
for the local police agency. Once these
strategies have been developed, an action
plan should be created to implement them.
The action plan will identify tasks re-
quired, the names of individuals (or
groups) that will be responsible for them,
and when they will be accomplished.

Assigning stakeholders into action
teams should generate a number of vari-
ous and complementary initiatives. Each
team should include individuals of the
various stakeholder groups so that each
"interest" area is represented. The objectiv-
ity, planning, and other skill sets required
to conduct engagement sessions is nor-
mally acquired from contract facilitators.
However, if these resources are unavail-
able, a team consisting of both a communi-
ty member and a police representative
with the appropriate skill set can facilitate
these action teams.

Action plans should be reasonable and
practical with regard to timetables and
costs. Moreover, each participant who has
been given a responsibility must be held
accountable for completing it. Police exec-
utives should pay special attention to

Registrants prepaying 45 days or more before the start of
a program receive 10% tuition discount.
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1011

10-11

10-11

10-12

10-12

Rapid Deployment to High Risk Inci
dents* (2 days)
Tuition: IACP Member $285, Nonmember $385
Locations: Greer, SC

Managing Criminal Investigations
(2 days)

Tuition: IACP Member $300, Nonmember $400
Location: Milford, MA

Civil Disorder Resolution II: Command
Strategies* (3 Days)

Tuition: IACP Member $380, Nonmember $480
Location: Sterling Heights, MI

(Actual Training Site is Macomb Criminal Justice-
Training Center, Fraser, Ml, 48026)

First Line Supervision (3 Days)

Tuition: IACP Member $360, Nonmember $460
Location: Marietta, GA

Advanced Supervision Skills (3 Days)
Tuition: IACP Member $360, Nonmember $460
Location: Allison Park, PA

Risk Management for Law Enforce-
ment Agencies (2 Days)

Tuition: IACP Member $285, Nonmember $385
Location: Eugene, OR

Preventing and Reducing Elderly Vic-
timization (2 Days)

Tuition: IACP Member $285, Nonmember $385
Location: Bloomfield, CT

Advanced Crisis Negotiations* (2 Days)
Tuition: IACP Member $285, Nonmember $385
Location: Germantown, TN

Tactical Science and The Decision Mak:
ing Process (3 Days)

Tuition: IACP Member $360, Nonmember $460
Location: Lakeland, FL

Investigations of Sex Crimes* (3 Days)
Tuition: IACP Member $360, Nonmember $460
Location: Grays Lake, IL

10-13

10-14

17-18

17-19

1721

2021

2021

24-26

26-28

SWAT Supervision and Management*
(4 Days)

Tuition: IACP Member $400, Nonmember $500
Location: Allison Park, PA

Less-Lethal Weapons Instructor Certifi-
cation* (5 Days)

Tuition: IACP Member $595, Nonmember $695
Location: St. Louis, MO

Excellence in The FTO Program*

(2 Days)

Tuition: IACP Member $285, Nonmember $385
Location: St Peters, MO

Determining Patrol Staffing, Deploy-
ment and Scheduling (3 Days)

Tuition: IACP Member $285, Nonmember $385
Location: Seattle, WA

SWAT Il, Advanced Tactical and
Hostage Rescue Operations* (5 Days)
Tuition: IACP Member $495, Nonmember $595
Location: Allison Park, PA

Risk Management for Law Enforce-
ment Agencies (2 Days)

Tuition: IACP Member $285, Nonmember $385
Location: Marietta, GA

Managing The Training Unit (2 Days)
Tuition: IACP Member $300, Nonmember $400
Location: Dundalk, MD

Conducting Homicide Investigations
(3 Days)

Tuition: IACP Member $360, Nonmember $460
Location: North Charleston, SC

Dispute Resolution for Law Enforce-
ment Executives (3 Days)

Tuition: IACP Member $360, Nonmember $460
Location: Milford, MA

*Only sworn officers or full-time employees of

law enforcement agencies may attend.

To register or for more information on these or any other courses, call the IACP Training
Division at 1-800-THE-IACP, or check out our Web site at http://www.theiacp.org.
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plans, their requirements, and day-to-day
realities to ensure that the recruitment
and selection strategies can be successful-
ly implemented.

Phase 3: Implementation,
Monitoring, and Evaluation

Community engagement sessions are
almost always successful. Action plans
are developed. Citizens feel valued. Police
representatives gather valuable informa-
tion. Groups become energized to start re-
sponding to the problem identified. How-
ever, follow-up efforts are often marked
by disorganization and atrophy. Conse-
quently, sustained efforts must be made to
implement the plan that was developed,
to monitor it, and to evaluate the success
of the initiative.

Implement Action Initiatives: Suc-
cessful implementation of the action ini-
tiatives requires leadership, change man-
agement skills, and resources from within
the agency. Action plans and strategies are
most likely to be executed successfully
when the police agency retains the leader-
ship role and supplies the required re-
sources, as the police agency will be best
situated to respond to issues that may
arise during implementation. Ideally,
however, stakeholders should be includ-
ed in the decision-making process be-
cause this will increase their investment
in the process. If community stakeholders
are relied upon, motivated, and remain
engaged in the process, they will be able
to bring resources and assets of their orga-
nizations and communities to the collabo-
rative partnership.

Implementation teams should be
formed that include the various stake-
holder groups. These teams should be ed-
ucated with regard to plan implementa-
tion essentials. This should include
providing clear information with regard
to the plan's objectives, task definitions,
staffing, timetables, and the evolving na-
ture of plans, generally. Police agencies
must ensure that the implementation
teams are familiarized and understand
these concepts and techniques. Other-
wise, the risk for confusion, frustration,
and aggravation among both police and
nonpolice partners in the implementation
teams can be quite high.

Monitoring Implementation Activi-
ties: As implementation of the plan is tak-
ing place, the police agency must monitor
how the plan is actually being implement-
ed. Monitoring can reveal community
changes and any issues that were unantic-
ipated during the planning process.
When the environment has changed, it
may become necessary to make modifica-
tions so that the plan fits with the current
landscape. Moreover, once the implemen-
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tation has begun, other ideas for creative
innovations are discovered, fostering a
new cycle of planning and implementa-
tion.

Evaluation: Unfortunately, evaluation
is an often overlooked aspect to plan
implementation. Too often, agencies are
either unwilling or unable to retrospec-
tively assess the success or failure of ini-
tiatives. Formal evaluation, however, is a
necessary component that must be con-
ducted by government stakeholders, the
police agency, or the HR agency. An im-
pact evaluation should be conducted to
measure the degree to which objectives
have been achieved, in this case, whether
minority recruitment and selection is in-
creasing.

The evaluation should not stop there.
A process evaluation, based largely on
monitoring work, should also be conduct-
ed. A process evaluation is designed to ex-
amine whether the implementation
process helped or hampered the achieve-
ment of the plan's stated objectives. Ac-
tions to strengthen the process should
emerge from both evaluations that can as-
sist in the agency's future recruitment and
selection efforts.

What's Next with the Collabora-
tive Leadership Project?

The Collaborative Leadership Project
has now entered its second phase. In col-
laboration with the COPS Office, the
IACP will be working with police depart-
ments in Dayton, Ohio, and Lexington,
Kentucky. As was done with the HPD, the
IACP and COPS are working with these
agencies to enhance public trust by clos-
ing gaps in recruitment and selection of
minorities and women. The model and
tools that were developed in Hartford will
be refined to ready them for nationwide
distribution. During this second phase,
new knowledge will be assembled and
developed regarding police recruitment
and selection shortfalls, especially with
regard to the scope and dimensions of the
problem.

The IACP believes this upcoming
work in Lexington and Dayton will add
considerable value to the model. During
the past several years, the Lexington Divi-
sion of Police has taken a series of success-
ful actions to address minority recruit-
ment shortfalls that resemble components
of the Community Collaboration Model.
Additionally, Lexington is now facing a
shortfall in Hispanic officers, which pro-
vides for a ripe opportunity to further test
the model. Likewise, Dayton is experienc-
ing a significant minority recruitment
problem and will provide fertile ground
for testing the model while offering no-
table benefits to the city. O

Police Recruitment

BUILDING BLOCK ACTIVITIES

1. Diagnose Recruitment
Population

- Conduct market survey
- Identify recruitment targets
- Study the competition

STAKEHOLDER ACTION
PLANNING

4. Mobilize Community
and Government
Stakeholders

- Community

- Police

- Government
- Labor

- Special interests

STRATEGY IMPLEMENTATION,
MONITORING, AND
EVALUATION

8. Implement Action
Initiatives

- Change management training

- Executive action plans
- Generate evaluation data




ind Placement—Community Collaboration Model

. Diagnose HR System

- Document (map)
- Evaluate

- Formulate improvement
recommendations

3. Assemble Best Practices
Inventory

- Recruitment
- Selection
- Retention

. Conduct Orientation
Engagements

- Engagement process
- Objectives

- Commitments

- Benefits

- Issues

- Trust building

6. Conduct Bulding Block/
Information
Engagement

- Target population/survey
- HR system conditions

- Best practices

7. Conduct Action and
Implementation
Engagements

- Stakeholder action initiatives

- Implementation plans

. Monitor Implementa-
tion Activities

- Monitoring

- Mid-course corrections
- New conceptualization
- Action plan revisions

10. Evaluate Action
Initiatives

- Process
- Impact
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NEW MEMBERS

This posting of new member applications is published
pursuant to the provisions of the IACP Constitution &
Rules, Article I1, Section 2(c). If any active member in good
standing objects to any application, written notice of the
objection must be submitted to the executive director with-
in 60 days of publication. The application in question shall
then be submitted to the Executive Committee and shall
require the affirmative vote of two-thirds of the members
of that committee for admission of the applicant.

This listing also serves as a supplement to the IACP
2002-2003 Membership Directory.

*Associate Members
All other listings are active members.

ARGENTINA

Buenos Aires—*Ceconi, Gabriella S, Marketing
Manager, MC Congresos Ferias y Exposiciones,
Chile 417, 1098, 541 143427763, Fax: 541 143427763,
E-mail: gceconi@mc-congresos.com.ar, Web:
WWW.mc-congresos.com.ar

AUSTRALIA

Perth/WA—Lienert, Graeme E, Asst Commis-
sioner, Western Australia Police Force, Professional
Standards, Level 3565 Hay St, 6000, 618 92687672,
Fax: 618 92687685, E-mail: graeme.lienert@police.wa.
gov.au, Web: www.police.wa.gov.au

UNITED STATES

Alaska

Fairbanks—Hoffman, Daniel P, Lieutenant/
Director, Fairbanks Police Dept, 911 Cushman St,
99701, 907 459-6767, Fax: 907 452-1588, E-mail:
dphoffman@ci.fairbanks.ak.us

Arizona

Tolleson—Booher, Wayne R, Lieutenant, Tolle-
son Police Dept, 9555 W Van Buren, 85353, 623 936-
7186, Fax: 623 936-8202, E-mail: wbooher@tolleson-
az.org, Web: www.tollesonaz.org

California

San Pablo—Aita, Joseph P, Commander, San
Pablo Police Dept, 13880 San Pablo Ave, 94806, 510
215-3168, Fax: 510 235-6882, E-mail: joea@
ci.san-pablo.ca.us

58 THE POLICE CHIEF/MARCH 2004

—Schuld, Walt N, Commander, San Pablo Police
Dept, 13880 San Pablo Ave, 94806, 510 215-3170, Fax:
510 235-6882, E-mail: walts@ci.san-pablo.ca.us

District of Columbia

Washington—Benson, Ronald , Natl State &
Local LE Rep, Counterdrug Intell Executive Secre-
tariat, 1331 F St NW Ste 700, 20004, 202 353-1904,
Fax: 202 353-1901, E-mail: ronald.benson@usdoj.gov

—*Comerford, Gary M, Public Affairs Specialist,
ATF/lustice, 650 Massachusetts Ave NW, 20226, 202
927-2998, Fax: 202 927-3051, E-mail: gary.comerford@
atf.gov, Web: www.atf.gov

—Ehinger, Kenneth , Deputy Asst Director, Fed-
eral Protective Service, 1800 F St NW Ste 2341, 20405,
202 501-0907, Fax: 202 208-5866, E-mail: kenneth.
ehinger@dhs.gov, Web: www.dhs.gov

—*Kessler, Kevin H, Sergeant, US Capitol Police,
119 D St, 20003, 202 224-2985, Fax: 202 228-3477,
E-mail: kman9330@aol.com

—*Mahanand, Ram , Program Manager,
ATF/ustice, 650 Massachusetts Ave NW, 20226, 202
927-5660, E-mail: ram.mahanand@atf.gov

—Q’Connor, Dennis, Director Special Opera-
tions, Federal Protective Service, 1800 F St NW Ste
2341, 20405, 202 501-1214, Fax: 202 208-5866, E-mail:
dennis.oconnor@dhs.gov, Web: www.dhs.gov

—Page, Kevin M, Chief Internal Affairs, Federal
Protective Service, 1800 F St NW Ste 2341, 20405, 202
219-1516, Fax: 202 208-0109, E-mail: kevin.page@
dhs.gov, Web: www.dhs.gov

—Weese, Matthew , Division Director-TAS, Fed-
eral Protective Service, 1800 F St NW Ste 2341, 20405,
202 501-0193, Fax: 202 208-1832, E-mail: matthew.
weese@dhs.gov, Web: www.dhs.gov

Florida

Jacksonville—*James, Everett M, Director,
IPTM/Univ of North FL, 12000 Alumni Dr, 32224,
904 620-4786, Fax: 904 620-2453

Orlando—Zelanes, Michael F, Jr, Deputy Chief of
Police, Univ of Central FL Police Dept, 4000 Central
Florida Blvd, PO Box 163550, 32816-3550, 407 823-2429,
Fax: 407 823-6326, E-mail: mzelanes@mail.ucf.edu,
Web: www.police .ucf.edu

Georgia

Atlanta—*Ewing, Harold F, Director of Security,
The Home Depot, 2455 Paces Ferry Rd NW, 30339-
4024, 770 384-2583, Fax: 770 384-2746, E-mail:
hal_ewing@homedepot.com

Moody AFB—LeFever, Robert D, Chief Police
Operations, USAF 347 Security Forces Squadron,
8209 Apron A Rd, 31699, 229 257-4375, Fax: 229 257-
4235, E-mail: robert.lefever@moody.af.mil

Idaho

Meridian—Overton, John A, Captain, Meridian
Police Dept, 1401 E Watertower St, 83642, 208 846-
7370, Fax: 208 846-7372, E-mail: overtonj@
meridiancity.org, Web: www.meridiancity.org

Ilinois

Lyons—Babich, Daniel , Chief of Police, Lyons
Police Dept, 7801 W Ogden Ave, 60534, 708 447-1225,
Fax: 708 447-8038, E-mail: dbabich@lyonspolice.org,
Web: www.lyonspolice.org

Indiana

Valparaiso—Brickner, Michael E, Chief of Police,
Valparaiso Police Dept, 16 Indiana Ave, 46383, 219
464-4584, Fax: 219 477-4767, Web: www.
valparaisopolice.org

Kansas

McPherson—Shaw, Dennis L, Chief of Police,
McPherson Police Dept, 1177 W Woodside, 67460,
620 245-1200, Fax: 620 245-1213, E-mail: dshaw@
leo.gov

Kentucky

Louisville—*Combs, Kevin , Special Agent
WOMD, Federal Protective Service, 600 W Broad-
way Rm 7, 40202, 502 582-5621, Fax: 502 582-5623,
E-mail: kevin.combs@dhs.gov, Web: www.dhs.gov

Maryland

Silver Spring—*Bachrach, David , President,
Innovation Group, PO Box 2621, 20915-2621, 240
450-0334, E-mail: david@i-g.net, Web: www.i-g.net

Michigan

Grand Blanc—*Reno, Bradley M, Group Security
Manager, Securitas ASD, 6200 Grand Pointe Dr,
48439, 810 606-3237, Fax: 810 606-4684, E-mail:
brad.reno@gm.com

Southfield—*Fabiilli, Leonardo , Vice President,
Redstone Architects Inc, 29201 Telegraph Rd #400,
48034, 248 351-0770, Fax: 248 351-0660, E-mail:
Ifabiilli@redstonearchitects.com

Utica—Reaves, Michael W, Chief of Police, Utica
Police Dept, 7550 Auburn Rd, 48317, 586 731-2345,
Fax: 586 731-2530, E-mail: mwreaves@uticapd.com

Minnesota

Maple Grove—Berndt, Paul R, Captain, Maple
Grove Police Dept, 12800 Arbor Lakes Pkwy, 55311-
6180, 763 494-6102, Fax: 763 494-6431, E-mail:
pberndt@ci.maple-grove.mn.us

—Rueter, Kenneth J, Captain, Maple Grove
Police Dept, 12800 Arbor Lakes Pkwy, 55311-6180,
763 494-6103, Fax: 763 494-6431, E-mail: krueter@
ci.maple-grove.mn.us

Minneapolis—*Bender, Jim E, Manager, Target
Corp, 1000 Nicollet Mall TPN-0815, 55403, 612 761-
8169, Fax: 612 761-1361, E-mail: jim.bender@
target.com
Mississippi

Gulfport—Bennett, Lester P, Deputy Chief of Po-
lice, Gulfport Police Dept, 2220 15th St, 39501, 228
868-5923, Fax: 228 868-5796, E-mail:
pbennett@ci.gulfport.ms.us



Nevada

Carson City—Oliveira, John, Supervisory
Special Agent, US Bureau of Indian Affairs, PO Box
4119, 89702, 775 887-0616, Fax: 775 883-9176, E-mail:
biaoles@hotmail.com

New Jersey

Beach Haven—Markoski, Stanley J, Chief of
Police, Beach Haven Police Dept, 300 Engleside Ave,
08008, 609 492-0505, Fax: 609 442-2147

Lumberton—*Smith, Jeffrey E, Detective
Sergeant, Lumberton Twp Police Dept, 35 Municipal
Dr, 08048, 609 267-1111, Fax: 609 267-8284, E-mail:
jsmith@lumbertontwp.com

Magnolia—Doyle, Robert J, Chief of Police,
Magnolia Police Dept, 438 W Evesham Ave, 08049,
856 784-1884, Fax: 856 627-7294, E-mail: rdoyle@
magnolia-nj.org

Randolph—Kazaba, Dean , Chief of Police, Ran-
dolph Twp Palice Dept, 502 Millbrook Ave, 07869,
973 989-7014, Fax: 973 659-9539, E-mail: dkazara@
randolphnj.org

Red Bank—Fitzgerald, Mark F, Chief of Police,
Red Bank Police Dept, 90 Monmouth St, 07701, 732
530-2710, Fax: 732 450-9108, E-mail: topcop@
redbanknj.com

—VanPelt, Ernest, Deputy Chief of Police, Red
Bank Police Dept, 90 Monmouth St, 07701, 732 530-
2726, Fax: 732 450-9108

South Kearny—Geary, Ronald E, Superintendent
of Police, CSX Railroad Police, 25 Pennsylvania Ave,
07032, 973 344-4329, Fax: 973 344-4097, E-mail:
ron.geary@csx.com, Web: www.csx.com

—Hicks, Solomon M, Superintendent of Police,
CSX Railroad Police, 25 Pennsylvania Ave, 07032,
973 344-4295, Fax: 973 344-4097, E-mail: sol_hicks@
csx.com, Web: www.csx.com

New York

Albany—McBath, David W, Major, NY State Po-
lice, 1220 Washington Ave, 12226, 518 457-9579, Fax:
518 457-4779, E-mail: dmcbath@troopers.state.ny.us,
Web: www.troopers.state.ny.us

Albany—*Worden, Robert E, Associate Profes-
sor, SUNY- Albany School of Criminal Justice, 135
Western Ave, 12222, 518 442-5217, Fax: 518 442-5212,
E-mail: rworden@albany.edu

Old Westbury—McQuade, Timothy B, Inspector,
Old Westbury Police Dept, 1 Storehill Rd, 11568, 516
626-0200, Fax: 516 626-8380

Potsdam—Kaplan, John A, Chief of Police, Pots-
dam Police Dept, 29 Elm St, 13676, 315 265-2121, Fax:
315 265-3150

Suffern—Nugent, Brian D, Lieutenant, Suffern
Police Dept, 61 Washington Ave, 10901, 845 357-2300,
Fax: 845 357-1412, E-mail: Itnugent@suffernpolice.
com, Web: www.suffernpolice.com
Ohio

Cleveland—Doyle, Michael , Captain, Cleveland
Police Division, 1300 Ontario St, 44113, 216 623-5458,
E-mail: mtdoylel@hotmail.com

Columbus—Fambro, Richard S, Lieutenant, OH
State Hwy Patrol, 1970 W Broad St, 43223, 614 752-
2792, Fax: 614 752-6409, E-mail:
rfambro@dps.state.oh.us, Web:
www.state.oh.us.ohiostatepatrol

—Finamore, Michael W, Lieutenant Colonel, OH
State Hwy Patrol, 1970 W Broad St, 43223, 614 466-
2990, Fax: 614 752-4570, E-mail: mfinamore@dps.
state.oh.us, Web: www.state.oh.us.ohiostatepatrol

Oklahoma

Nichols Hills—Mask, Richard L, Chief of Police,
Nichols Hills Police Dept, 6407 Avondale Dr, 73116,
405 843-0978, Fax: 405 840-4936, E-mail: rmask@
nicholshills.net, Web: www.nicholshills.net

Oklahoma City—McClure, Billy H, Asst Com-
missioner, OK Hwy Patrol, PO Box 11415, 73136, 405
425-2002, Fax: 405 425-2324, E-mail: bmcclure@
dps.state.ok.us

—Ward, Kevin L, Commissioner, OK Dept of
Public Safety, PO Box 11415, 73136, 405 425-2001,
Fax: 405 425-2324, E-mail: kward@dps.state.ok.us,
Web: www.dps.state.ok.us

Oregon

King City—Fessler, Charles H, Chief of Police,
King City Police Dept, 15300 SW 116 Ave, 97224, 503
620-8851, Fax: 503 670-9755, E-mail: cfessler@
ci.king-city.or.us

Pennsylvania

Moon Township—Hoover, Michael , Lieutenant,
Moon Twp Police Dept, 1000 Beaver Grade Rd,
Public Safety Building, 15108, 412 262-5000, Fax: 412
262-1902, E-mail: Ithoover@moonpolice.us, Web:
www.moonpolice.us

New Oxford—Dougherty, Joseph F, Chief of
Police, Eastern Adams Regional Police, PO Box 86
780 Hanover St, 17350-0086, 717 624-1614, Fax: 717
624-3511

Philadelphia—Weigand, Lawrence E, Jr, Super-
intendent of Police, CSX Railroad Police Dept, 3400 S
Columbus Blvd, 19148, 215 218-3370, Fax: 215 218-
3375, E-mail: larry_weigand@csx.com, Web:
WWW.CSX.cCom

Rhode Island

Newport—Mixter, John R, Director of Security,
Salve Regina Univ Dept of Safety & Sec, 100 Ochre
Point Ave, 02840, 401 341-2334, Fax: 401 341-2925,
E-mail: mixterj@salve.edu

South Carolina

Pawleys Island—Oshorne, Guy, Chief of Police,
Pawleys Island Police Dept, PO Box 1818 321 Myrtle
Ave, 29585, 843 237-3008, Fax: 843 237-7083, E-mail:
pawleyspolice@aol.com

South Dakota

Sioux Falls—Barthel, Doug, Chief of Police,
Sioux Falls Police Dept, 320 W Fourth St, 57104, 605
367-7259, Fax: 605 367-7316, E-mail: dbarthel@
siouxfalls.org, Web: www.siouxfalls.org

Tennessee

Hixson—*Starnes, Robert , Training Coordinator,
Hamilton Co Sheriff’s Office, 6233 Dayton Blvd,
37343,423209-8957, Fax: 423 209-8943, E-mail:
rstarnes@mail.hamiltontn.gov

Texas

Allen—Denney, Chris, Captain, Allen Police
Dept, 205 W McDermott, 75013, 972 727-0200, Fax:
972 727-7579, E-mail: cdenney@cityofallen.org, Web:
www.cityofallen.org/police/police.htm

Denison—Clapp, Ronald J, Asst Chief of Police,
Denison Police Dept, 108 W Main St, 75021, 903 465-
2422, Fax: 903 464-4490, E-mail: jclapp@ci.dennison.
tx.us

Houston—Boyle, Richard D, Chief of Police,
Univ of Houston Downtown Police Dept, 1 Main St
118N, 77002, 713 221-8129, Fax: 713 226-5243, E-mail:
boyler@uhd.edu, Web: www.uhd.edu

Kerrville—McCutcheon, Rob , Lieutenant, Ker-
rville Police Dept, 429 Sidney Baker, 78028, 830 792-
2701, Fax: 830 792-2711, E-mail: robm@Kkerrville.org,
Web: www.kerrvillepd.org

Longview—McCaleb, ) B, Chief of Police,
Longview Police Dept, PO Box 1952, 75606, 903 237-
1100, Fax: 903 237-1113, E-mail:
jmccaleb@ci.longview.tx.us

Utah
Ogden—Tarwater, Gordon W, Asst Chief of Po-

lice, Ogden Police Dept, 2186 Lincoln Ave, 84401, 801
629-8206, Fax: 801 629-8065, E-mail: waynetarwater@
ci.ogden.ut.us, Web: www.ogdencity.com
Virginia

Norfolk—Cloyd, Daniel L, Special Agent in
Charge, FBI, 150 Corporate Blvd, 23502, 757 455-
2600, E-mail: sac.norfolk@fhi.gov

Oakton—*Meins, H Keith , Sr Project Manager,
General Dynamics Adanced Information Sys, 10455
White Granite Dr Ste 400, 22124, 703 383-3652, Fax:
703 383-3530, E-mail: keith.meins@gd-ais.com, Web:
www.gd-ais.com

Quantico—*Erskine, Scott A, Executive Director,
Society Former Special Agents of FBI Inc, PO Box
1027, 22134-1027, 703 640-6469, Fax: 703 640-6537,
E-mail: scott_erskine@socxfbi.org, Web: www.
socxfhi.org

Washington

Port Angeles—Riepe, Thomas E, Chief of Police,
Port Angeles Police Dept, 321 E Fifth St, 98362, 360
417-4901, Fax: 360 417-4556, E-mail: triepe@cityofpa.
us, Web: www.cityofpa.us

West Virginia

Weirton—Scott, D Lance , Chief of Police, Weir-
ton Police Dept, 200 Municipal Plaza, 26062-4527,
304 797-8577, Fax: 304 797-5709, E-mail: policechief@
cityofweirton.com

Wisconsin

Milwaukee—Hodermann, Pamela S, Interim
Chief of Police, Univ of WI-Milwaukee Police Dept,
3410 N Maryland Ave, 53211, 414 229-4627, Fax: 414
229-4918, E-mail: pamelah@uwm.edu

The IACP notes the passing of the following
association members with deepest regret and ex-
tends its sympathy to the families and coworkers
left to carry on without them.

Richard C. Asher, Chief/Law Enforcement, MI
Dept. of Natural Resources, Lansing, Ml

JohnJ. Augsburger, Chief of Police, Washburn, Wi

Joseph . Bopp, Chief of Police (ret.), River Forest,
IL; Fripp Island, SC (life member)

Albert M. Burkhart, Chief of Police (ret.), Fairview
Park, OH; New Market, TN (life member)

Dennis D. Devies, Chief of Police, Marlboro
Township Police Dept., Hartville, OH

JohnJ. Doyle, Chief of Police, Harahan, LA

Roger W. Goode, Assistant Director, US TVA
Police, Knoxville, TN

Robert R. Kierce, Director (ret.), SEC Counseling
Perspectives, Sterling, VA

Vincent F. Pishnery, Chief of Police (ret.),
Woodmere Village, OH; Sebastian, FL

Theodore S. Sattler, Mayor, Millersville Borough,
Millersville, PA

R. Dean Smith, Chief of Staff/Operations (ret.),
IACP; Reston, VA (life member)

Thomas C. Underhill, Assistant Chief of Police,
Athens Police Dept., Athens, TX
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The advertisers in this issue can Welpequip yourdepartment
the most efficient tools available taday.

Use the Reader Response Card at right to obtdin additional EREE informati
Always mention the Police Chief whenrcontactingour advertisers:
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Reader Reader Reader
Response Response Response
Number Page Number Page Number Page
1 American Board for Certification in IACP/International: Leadership in 23 Martel Electronics
Homeland Security Police Organizations 800-553-5536
800-423-9737 800-THE-IACP (www.marteldirect.com) ...l 25
(www.certifiedhomelandsecurity.com) ............. 33 (www.theiacp.com) ......oovvviiiii INSERT 24 MSA
2 Aurchitects Design Group, Inc. IACP/Membership Drive 800-MSA-0018
407-647-1706 800-THE-IACP (WWW.MSANEE.COM) ... Cv2
(www.architectsdesigngroup.com) ................ 24 (www.theiacp.com) ........oooiiiiiiiiiit 52-53 25  Mohawk Ltd.
3 Atlas Business Solutions, Inc. IACP/Merchandise 800-225-6642
800-874-8801 800-THE-IACP (www.mohawkltd.com) ............. ... 42
(WWW.abs-USa.coM) .. 41 (www.companycatalog.com)/iacpstore) ............. 65 26 National Imprint Corporation
4 CALEA IACP/Policy Center 954-752-2800
800-368-3757 800-THE-IACP (www.nationalimprint.net) ................... ... 47
(www.calea.com) ... 35 (www.theiacp.com) . ..o 42 National Training Center of Polygraph Science
5  ClTechnologies, Inc. IACP/Research: Firearms Interdiction Project 800-643-6597 .. ..ot 45
800-620-8504 800-THE-IACP 28 Nextel Communications, Inc.
(www.iaprofessional.com) ........................ 5 (www.theiacp.com) . .....oooeviiii 48 800-NEXTELG
6  CIES-Council for International IACP/S&P: Looking Beyond the License Plate (www.nextel.com)/gsa) .. ..o 3
Exchange of Scholars 800-THE-IACP 29  Nova Southeastern University
202-686-7859 (www.theiacp.com) . .....oooevie i 14 954-262-7001
(WWW.CIES.OFG) v e e 28 IACP/S&P: DRE Conference (www.cji.nova.edu) ... 24
8  Concordia University, St. Paul 800-THE-IACP 30  Panasonic Computer Solutions Company
800-333-4705 (www.theiacp.com) . ..o 12 800-662-3537
(Www.Startnow.csp.edu) . ......oiiii 34 IACP/S&P: Excellence in Police Aviation Award (www.panasonic.com)/toughbook) . ................ 11
7 CPSHuman Resource Services 800-THE-IACP 31  Stratus Technologies
800-822-4277 (www.theiacp.com) . ..o 23 800-STRATUS
(WWW.CPS.CALGOV) e eeieaeeaes 30 IACP/S&P: L.E.I.M. Conference (WWW.SEFatuS.Com) « ..o Cv4
9 Dektor Corporation 800-THE-IACP 32 University of Louisville/
800-990-1PSE (www.theiacp.com) . .....oooevie i 40 Southern Police Institute
(www.dektorpse.com) ... 5 IACP/Training: May 2004 Programs 502-852-6561
10  Dictaphone Corporation 800-THE-IACP (www.louisville.edu/a-s/jalspi) ................... 13
800-886-4908 (www.theiacp.com) . .....oovviiii 55 33 University of Louisville/
(www.dictaphone.com)/freedom) ................... 9 IACP/Training Keys Southern Police Institute
11 Family Trusted Products, LLC 800-THE-IACP 502-852-6561
908-876-1276 (www.theiacp.com) . ..o 31 (www.louisville.edu/a-s/jalspi) ................... 26
(www.familytrusted.com) ....................... 33 IACP/Webber Seavey Award 34 ZebraTechnologies
12 Global Training Academy, Inc. 800-THE-IACP 800-423-0442
800-777-5984 (www.theiacp.org)/awards/webber) ................ 29 (www.zebra.com)/policetech) ...................... 7
(www.globaltrainingacademy.com) ................ 35 17 Innovation Group Position Open: Aberdeen, SD
13 Haix N. America, Inc. 240-450-0334 605-626-7013
866-344-4249 (WWWLI-G.NBE) o 55 (www.aberdeen.sd.us) ... 47
(www.haix.com) ... Cv3 18  Instant Armor, Inc. Position Open: Aurora, CO
14 1/0 Solutions, Inc. 805-526-3046 303-724-0150
888-784-1290 (www.instantarmor.com) ... 36 (www.uchsc.edu/hr/) ... 28
(Www.i0s0lUutions.org) ...........iiiiii 44 19 Intl Public Management Assn for Human Resources Position Open: Gastonia, NC
16  IACP/IACPNet 800-381-8378 704-866-6010
800-227-9640 (www.ipma-hrorg) ... 36 (jennifer@jpdavisonline.com) .................... 35
(www.iacpnet.com) . ..o 50 20  Laboratory for Scientific Interrogation Position Open: Hamilton County, TN
IACP/International: 21st European 800-727-3113 423-209-6120
Executive Policing Conference—Belfast (Wwww.LSISCAN.COM) ..o 37 (www.hamiltontn.gov) ... 41
800-THE-IACP 21 Laser Labs, Inc. Position Open: Napa, CA
(www.theiacp-belfast.org) ....................... 38 800-452-2344 559-732-9925
IACP/International: 4th South American (www.laser-labs.com) ... 37 (www.cityofnapa.org) .. ......oveiiii 34
Executive Policing Conference—Brazil 22 LaserFiche Position Open: Portage, Ml
800-THE-IACP 562-988-1688 770-449-4656
(www.iacp2004-poa.com)/br) .. ... 21 (www.laserfiche.com) ... 31 (slavin@bellsouth.net) ...t 45

The IACP does not recommend, endorse or accept responsibility for the proper performance of any product advertised in these pages.

For advertising information, call The Coy Group, Inc., at 203-546-3459.
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The Police Chiefkeeps you on the
cutting edge of law enforcement tech-
nology with monthly product
announcements. For free in-depth
information, visit us at
http://www.theiacp.org/freeinfo, or
circle the appropriate Reader Service
Numbers on the Reader Response
Card (adjacent to the index of adver-
tisers in this issue), and fax or mail the
postage-paid card today. Items about
new or improved products are based
on news releases supplied by manufac-
turers and distributors; IACP en-
dorsement is in no way implied.

Broadband networking
PacketHop announces its new
survivable, mobile mesh broad-
band solution designed to im-
prove situational awareness
and interoperable communica-
tions among diverse local, state,
and federal public safety agen-
cies. PacketHop delivers scal-
able networking to mobile de-
vices and computers, providing
mission-critical broadband ca-
pabilities with survivable, se-
cure connectivity, while reduc-
ing or eliminating dependence
on fixed infrastructure. The
company's mobile mesh net-
working technology uses stan-
dard Internet protocols, com-
mercially available radios, and
existing operating systems.

For more information,

circle 110 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

Card printer

Zebra Technologies, a world-
wide leader in bar code labeling
and card printing solutions, in-
troduces its new P620 industrial
strength card printer for de-
manding access control, securi-
ty, and identification applica-
tions that require reliable
on-premise printing, crisp high-

resolution color fidelity, and
maximum card security. A
patented micropositioning card
transport mechanism is de-
signed to provide highly accu-
rate card positioning that lets
the P620 precisely print fine de-
tails such as ultrasmall text, ex-
tremely sharp photo images,
special printing effects includ-
ing covert printing, and gray-
on-gray graphics that are espe-
cially difficult to copy. The card
is transported by a carriage that
maintains precise registration
throughout the entire process of
picking, cleaning, and multi-
pass printing, producing nearly
perfect color-to-color registra-
tion with no slippage or deterio-
ration of print quality over time.
For more information,

circle 111 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

In-car camera

Martel Electronics announces
its new Digital Partner, an in-
car video system that also can
be used to take digital pictures.
The Digital Partner, which is
small enough to fit in the palm
of one's hand, is designed to be
a two-in-one police video sys-
tem that allows officers to

digital partn

update

videotape police stops and take
digital photos with the same
device. The camera is equipped
with night vision, image stabi-
lization, and a USB cable for
downloading the video directly
to a computer to burn CDs for
use in court. The system now
comes with a permanent visor
mount.

For more information,

circle 112 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

Digital

forensics journal

Elsevier announces the intro-
duction of Digital Investigation:
The International Journal of Digi-
tal Forensics and Incident Re-
sponse. Created for law enforce-
ment, security, and other
investigators of cybercrime, the
quarterly journal will publish
practitioner reports, legal case
analysis and updates, tool re-
views, and peer-reviewed re-
search on practice, laws and
standards, and policy and
ethics. The first issue is sched-
uled to appear March 2004. One
subscription to Digital Investi-
gation includes unlimited on-
line access to the journal for all
users in the sub-
scriber's office.

For more information,
circle no. 113 on the

Reader Response
Card

Homeland
security cer-

tificate
Ohio Dominican
University an-
nounces a certificate
program in home-
land security emer-
gence management
designed to prepare
public safety profes-
e r sionals to protect
the nation and its

key assets against domestic and
international terrorism. This
online certificate program fo-
cuses on five areas of study:
prevention, deterrence, pre-
paredness, response, and con-
sequence management. Stu-
dents must have a high school
diploma or a GED. Ohio Do-
minican has rolling admissions,
which means interested per-
sons can apply anytime.

For more information,

circle 114 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

Anthrax response
training video

Emergency Film Group intro-
duces "Response to Anthrax
Threats, Version 2.0," a training
film designed to illustrate the
correct response to five com-
mon scenarios involving an-
thrax threats: a threat is made
but no substance is discovered;
an unopened envelope or pack-
age is discovered that claims to
contain anthrax; an envelope or
package is opened that claims
to contain anthrax but no suspi-
cious substance is found; an en-
velope or package is opened
that claims to contain anthrax
and a suspicious substance is
found; and a suspicious sub-
stance is found but no threat
has been made. The program
uses live footage of training ex-
ercises to portray the roles of
local law enforcement, the FBI,
fire departments, hazmat
teams, and local health officials.
For more information,

circle 115 on the Reader Response

Card, or enter number at
www.theiacp.org/freeinfo

Fingerprinting system
Atsonic introduces the sweet-
Finger Solution, its portable
wireless fingerprinting system
that is designed to help officers
identify persons at the scene.
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The product is designed to
allow the user to enroll one to
10 fingerprints, confirm the
quality of the prints, add demo-
graphic information, compress
and encrypt fingerprints, com-
pare the prints to those in an
existing fingerprint database,
and then receive graded pro-
files. The system is housed in
the company's ruggedized
handheld personal digital assis-
tant and is designed to conduct
more than a million searches
per minute.

For more information,

circle 116 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

Day-and-night
cameras

Sanyo Security Video Products
announces two high-perfor-
mance day-and-night cameras,
housed in vandal-proof domes.
Designed to deliver simple in-
stallation solutions and cost-ef-
fective integration with existing
security systems, the cameras
perform in variable light condi-
tions in a broad range of securi-
ty applications. Available in
two models, surface type or in-
ceiling type, the cameras are
built to withstand the elements
and to protect against tamper-
ing. The die-cast aluminum en-
closure provides extra durabili-
ty and meets the IP66 standard
for resistance against debilitat-

ing water and environmental
debris. Tamper-resistant screws
prevent the enclosure from
being opened with ordinary
tools. The camera and electron-
ics are further protected with
an impact-resistant polycarbon-
ate dome.

For more information,

circle 117 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

Corrections directory
The American Correctional As
sociation announces the avail-
ability of the 2003 Directo-

ry of Adult and Juvenile
Correctional Departments,
Institutions, Agencies, and
Probation and Parole Au-
thorities. The directory
contains information

about U.S. and Canadian
provincial, state, and fed-

eral correctional systems.

It includes names, mailing
addresses, e-mail address-

es, and telephone and fax
numbers for the wardens

and administrators at

more than 6,000 adult and
juvenile state correctional
departments, institutions,
programs, and probation

and parole services. Facili-

ty listings include year
opened, capacity, average
daily population, security
level, offender type, cost of
care, and number of employees.

For more informa-
tion, circle 118 on

the Reader
Response Card, or
enter number at
www.theiacp.org/
freeinfo
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Forensic
detection lights

Grace Industries introduces its
forensic detection light kit for
crime scene investigators with
an affordable, portable set of
powerful light sources. The kit
contains five solid-state lights
in a range of colors and beam
widths: four Forensic Luminar-
ies in ultraviolet, blue, green,
and white, and one ShowOff
Lite 700UVW. The Forensic Lu-
minaries feature a Lazor Lens
that produces an intense, nar-
row-focused beam. The at-
tached lanyard slips securely

Fiber-optic scope

Optim Inc. introduces Bust It, a
flexible fiber-optic device de-
signed to help law enforcement
officers see into hidden com-
partments and closed rooms.
Once the device's 5/16-inch
distal end is inserted under a
door, for instance, the user can
observe, with or without illu-
mination, a wide area by re-
motely flexing its tip 240 de-
grees in any direction. A camera
can be attached to record the
scene. The device was created
with several police applications
in mind: tactical operations,
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around the user's wrist; push-
button activation allows easy
one-handed operation. The
ShowOff Lite 700UVW features
two clusters of three ultraviolet
LEDs with a super-bright white
spot LED. The ShowOff Lite
can stand upright or attach to
clothing with its belt clip.
Lights are powered by econom-
ical alkaline batteries and have
no bulbs to replace.

For more information,

circle 119 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo

drug searches, rescue opera-
tions, and inspections of sus-
pected stolen vehicles.

For more information,

circle 120 on the Reader Response
Card, or enter number at
www.theiacp.org/freeinfo
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POliceChief 1s on the Web!

www.PoliceChiefMagazine.org

Police Chief Magazine Online

On January 26, 2004, the IACP officially
launched the online version of thePolice Chief
on the World Wide Web at www.PoliceChief-
Magazine.org.

The online version of the Police Chiefis
made possible by a grant from the IACP Foun-
dation. While most of the material from the
print version is on the Web, not all will appear
there. Limitations of Web publishing preclude
the practical inclusion of certain graphics and
other items contained in the print version.
Most of the text is the same.

The online version also contains Web-only
items. These items were not in the publishing
plans of the print version, but the editorial staff
felt the information was appropriate to share
through the online version of the magazine.

The online version also includes features
designed to help readers print copies of arti
cles and columns or send electronic versions
to a friend. IACP encourages the membership
to share articles with their colleagues using
these features.

The earliest issue available at the Web site
is September 2003. Archived issues back to
1994, and selected earlier issues, are available
to subscribers of IACP Net, an online resource
for law enforcement agencies. For information
about IACP Net, call 800-227-9640.

For more information about the Police Chief,
visit www.PoliceChiefMagazine.org.

State Legislative Reports Available

The IACP prepares an annual state legisla-
tive report to provide members with a review
of the major law enforcement-related legisla-
tive initiatives that were considered, or are cur-
rently under consideration, in the states. At
though the IACP staff tracks all law
enforcement-related legislation, the document
published on the Web site provides informa-
tion on only those legislative initiatives that
were enacted or were the subject of significant
legislative activity.

The summaries of 44 state legislative ses-
sions are now available on the IACP Web site
at www.theiacp.org. Select Legislative Activi-
ties on the left navigation bar to reach the ap-
propriate page.

For more information, call Jennifer Boyter
at 800-THE-1ACP, extension 226, or send an e-
mail message to boyter@theiacp.org.

Hometown Heroes Survivor Benefit Act

President Bush has signed into law the
Hometown Heroes Survivor Benefits Act of
2003. The new law will broaden the Public
Safety Officers Benefits (PSOB) to cover public
safety officers who die of heart attacks or
strokes while on duty.

The PSOB program, administered by the
Department of Justice, provides a one-time fi-
nancial benefit of $267,494 to families of public

safety officers (police, fire and EMS) killed or
permanently disabled in the line of duty.

Before enactment of this new law, the burden
of proof was placed on the family to demon-
strate a direct relation between the heart attack
or stroke and the actions performed in the line of
duty. The Hometown Heroes Survivors Benefit
Act shifts the burden to the Department of Jus-
tice by adding language qualifying heart attacks
and strokes as a line of duty deaths.

The change in the program will not be
retroactive but will apply to cases effective De-
cember 15, 2003, the date the measure was
signed into law.

National Crime Victims'
Rights Week—Apiril 18-24

This April, law enforcement agencies will
have the opportunity to participate in a nation-
wide effort to promote victims' rights and vic-
tim assistance and raise public awareness dur-
ing the 2004 National Crime Victims' Rights
Week, schedule for April 18-24, 2004. The
theme for this year's observance is "Victims'
Rights: America's Values."

Based upon input from the field, the Office
for Victims of Crime (OVC) is disseminating a re-
source guide to help departments plan victim
and community awareness events and activities.
Components of the guide are designed to make it
easy to replicate materials for the local activities.
Included in the guide is camera-ready artwork, a

FPO: Scan original CMYK,
300dpi @ 100% and
place in file

IACP Deputy Executive Director and Chief of Staff Eugene R. Cromartie hosts representatives from the New
Zealand Embassy at IACP Headquarters. New Zealand Police Liaison Officer Peter Marshall returned to
New Zealand in February and was presented with various awards in appreciation for his work during his
tour in the United States. From left to right: Neville Matthews, incoming New Zealand Police Liaison
Officer; Eugene Cromartie; Peter Marshall; Birgit Maier, who is at IACP on a fellowship program from the
Air Force Office of Special Investigations; and Paul Santiago, director of IACP international activities.
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Line of Duty Deaths

“They will be remembered — not for the
way they died, but for how they lived.”

The IACP wishes to acknowledge
the following officers, who made the
ultimate sacrifice for their communi-
ties and the people they served. We
extend our prayers and deepest sym-
pathies to their families, friends and
colleagues.

Police Officer Arthur J. Ohlsen 111
Dover, N.J., Police Dept.
Date of death: December 30, 2003
Years of service: 18

Officer Paul Hubertus Pino
California Highway Patrol
Date of death: December 30, 2003
Years of service: 23

Captain James Baugh
Putnam County, Ind., Sheriff's Dept.
Date of death: January 2, 2004
Years of service: 32

Police Officer Anthony Lee Mims
Athens, Ala., Police Dept.
Date of death: January 2, 2004
Years of service: 17

Sergeant Larry Wayne Russell
Athens, Ala., Police Dept.
Date of death: January 2, 2004
Years of service: 19

Deputy Sheriff Kenneth Raymond

Burton
Richmond County, Ga., Sheriff's
Dept.
Date of death: January 4, 2004
Years of service: 1

Officer Sidney A. Zaffuto
Orleans Parish, La., Criminal Sher-
iff's Office
Date of death: January 8, 2004
Years of service: 10

Police Officer Clinton Earl Walker
Prattville, Ala., Police Dept.
Date of death: January 14, 2004
Years of service; 2
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DVD that includes compelling video footage that
highlights the theme (for use in local awareness
events), guidelines for sponsoring poster and
essay contests in schools, and new documents
that describe the rich history and leadership of
OVC and commemorate the 20th anniversary of
the passage of the Crime Victims Fund. The 2004
resource guide is also filled with theme-oriented
ideas, concepts, and strategies.

To obtain a copy of the resource guide, con-
tact Justice Solutions, 720 Seventh Street NW,
Suite 300, Washington, D.C., 202-448-1710; fax:
202-628-0080; mailbox@justicesolutions.org.
The resource guide is also available in electron-
ic format on the OVC Web site, www.ojp
.usdoj.gov/ovc/ncvrw/2004/welcome.html.

National Night Out 2004—August 3

The National Association of Town Watch
(NATW) has announced that the 21st Annual
National Night Out (NNO) program will cul-
minate on Tuesday, August 3, 2004.

Any municipality, law enforcement agency,
crime prevention organization, community
group, or neighborhood association that was
not officially registered with NATW for Night
Out 2003 is invited to contact NATW now to
receive information on National Night Out
2004. There is no cost to register or participate.
Once registered with NATW, local coordina-
tors receive an organizational kit full of how-to
materials, such as planning suggestions, sam-
ple news releases, artwork, and promotional
guides, and updates throughout the year.

NNO 2003 involved 34 million people in
more than 10,000 communities from all 50
states, U.S. territories, Canadian cities, and
military bases worldwide. National Night Out
2004 is expected to be even larger.

National Night Out, a year-long communi-
ty building campaign, is designed to (1) height-
en crime prevention awareness; (2) generate
support for, and participation in, local anti-
crime programs; (3) strengthen neighborhood
spirit and police-community partnerships; and
(4) send the message to criminals that neigh-
borhoods are organized and fighting back.

Along with the traditional outside lights
and front porch vigils, most cities and towns
now celebrate National Night Out with a vari-
ety of special citywide and neighborhood
events such as block parties, cookouts, pa-
rades, visits from local law enforcement, safety
fairs, and youth events.

Organizing in most communities begins
early in the year. For free registration material
call 800-NITE-OUT or visit the National Night
Out Web site at www.nationalnightout.org.

Internet Fraud and Other Cybercrimes

To more accurately reflect the wide range of
online crimes and civil violations being reported,
the National White Collar Crime Center (NW3C)
and FBI recently announced that the Internet
Fraud Complaint Center will now be called the
Internet Crime Complaint Center, or IC3.

The IC3 is a partnership between the FBI
and the NW3C that serves as a vehicle to re-
ceive, develop, and refer criminal complaints re-
garding the rapidly expanding areas of cyber-
crime. The IC3 gives the victims of cybercrime a
convenient and easy-to-use way to alert author-
ities to suspected criminal or civil violations.
Within the FBI, the IC3 is a component of the cy-
bercrime division. The name change will not
alter the course of business, in that the IC3 will
continue to emphasize serving the broader law
enforcement community and all the key compo-
nents of the 50 FBI-led cybercrime task forces
throughout the country.

Since its inception, the 1C3 has received
complaints across a wide array of cybercrime
matters, including online fraud in its many
forms. Examples of complaints received involve
identity theft, international money laundering,
computer intrusions, online extortion, credit
and debit card scams, intellectual property
theft, and a growing number of online schemes.

The IC3 also has a new Web address,
www.ic3.gov. Users can file a complaint at this
new site or at the old one (www.ifccfhi.gov) for
the next several months.

The IC3, located in Fairmont, West Virginia,
is composed of agents, analysts, and IT speciak
ists from the FBI as well as supervisors, ana-
lysts, and IT specialists from the NW3C. Cur-
rently, there are 62 staff members at IC3.

Problem-Specific Guides for Police

Log on to the Center for Problem-Oriented
Policing Web site at www.popcenter.org for
help with dealing effectively with crime and
disorder. The Problem-Specific Guides for Po-
lice available through this site summarize
knowledge about how police can reduce harm
caused by specific crime and disorder prob-
lems. Current guides include the following:

» Assaults inand around Bars

» Acquaintance Rape of College Students

« Bullying in Schools

 Burglary of Retail Establishments

= Burglary of Single-Family Houses

» Check and Card Fraud

« Clandestine Drug Labs

« Disorderly Youth in Public Places

« Drug Dealing in Privately Owned Apart-
ment Complexes

« False Burglar Alarms

< Financial Crimes against the Elderly

« Graffiti

« Loud Car Stereos

« Misuse and Abuse of 911

= Panhandling

« Rave Parties

= Robbery at Automated Teller Machines

« Shoplifting

« Speeding in Residential Areas

« Stalking

« Street Prostitution

« Thefts of and from Cars in Parking
Facilities

For more information about the guides, go
to www.popcenter.org.
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Saved by the Belt or Air Bag—Revisited

By Richard J. Ashton, Grant/
Technical Management Manager,
IACP

hief, do your officers exceed the current,

unprecedented 79 percent national safety
belt use rate or do they avoid wearing safety
belts by stretching well-intentioned provisions
in state law, such as section 46.2-1094 of the
Code of Virginia, exempting "[a]ny law-en-
forcement officer transporting persons in cus-
tody or traveling in circumstances which ren-
der the wearing of such safety belt system
impractical"?

Police officers certainly are not invincible
and need to be reminded of the lifesaving
value of buckling up, whether they are on duty
or off, and whether they may be legally re-
lieved of that requirement under certain condi-
tions. Unfortunately, a sheriff's deputy in
Georgia still is recovering from critical head in-
juries he sustained in a November 2003 crash
in which he was unrestrained.

Other law enforcement officers demon-
strate the wisdom of using safety belts. Off-
duty police officer David M. Gorby of the
Perry, Florida, Police Department was the last
in a line of vehicles stopped for a flagger at a
construction site last year when his pickup
was rear-ended by a vehicle traveling in excess
50 mph and leaving no skid marks. Wearing a
lap-and-shoulder safety belt, he emerged un-
scathed from the crash and reported for his
next tour of duty; the other driver was charged
with careless driving, driving under the influ-
ence, and causing property damage while dri
ving under the influence.

Officer Anthony Peluso was operating a
Schaumburg, Illinois, police cruiser in 2003
when another vehicle, attempting to negotiate
aleft turn, pulled directly in front of the police
car. Although Peluso was wearing a lap-and-
shoulder safety belt, and even though the
cruiser's air bag deployed, he nevertheless sus-
tained injuries that prevented his returning to
duty for two months. Consider what could
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have occurred without his use of any occupant
restraint.

Safety belts clearly save lives. Each percent:
age point increase in safety belt usage translates
into 250 lives spared. Police officers responding
daily to traffic crashes witness the reduction of
serious injuries produced by buckling up, yet
they sometimes fail to take advantage of the
very occupant restraints for which they cite oth-
ers. Safety belts, like body armor, increase the
likelihood of officers' returning, unharmed, to
their loved ones; each belt-click is a payment to-
ward an officer's survival.

The National Chiefs Challenge has re-
quired entrants to promulgate their agencies'
belt-use policies and has recognized the im-
portance of the Saved by the Belt or Air Bag
program. The statistics underscoring the lives
saved, as well as the injuries alleviated or pre-
vented altogether, by the use of safety belts, air

bags, and child passenger safety restraints are
correct. You, as chief, should ensure that your
agency has a belt-use policy, that your supervi-
sors enforce it rigorously, and that your offi-
cers' safety isn't jeopardized needlessly. Re-
grettably, there are far too many dangerous
situations your officers face during each of
their tours of duty; neglecting to buckle up
should never be one of them.

Finally, share with your counterparts any
instance when the life of one of your officers
was saved or when his or her injuries were sig-
nificantly reduced because of safety belt use.
Your officer's experience may encourage a
nonbeliever to always buckle up. If you wish
to secure a nomination form or possess ques-
tions about the IACP's Saved by the Belt or Air
Bag program, call the author at 800-THE-IACP,
extension 276, or write to him at
ashtonr@theiacp.org. O

Photograph by Patricia Cahill
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