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FinalReport: PhaseTwoResearch on Excessive Force 

CONFRONTING EXCESSIVEFORCEINTHEPOLICECULTURE 

Ellen Scrivner,Ph.D. 

INTRODUCTION 

"Nobody's taking my baby." A young woman holds a knife to a baby's throat and screams at a 

frightenedsocial workerastwoDenver police officers try to de-escalate thesituation. 

•
This life like scenario,and several others,were role played on the lastday ofafour dayin-

service training program that began in a classroom of the Denver Police Department's 

Training Academyand culminated in a vacantdepartmentstore.There,the highly realistic 

events were acted out by fully uniformed Denver officers, armed with paint bullets, who 

wentthrough a series ofscenarios designed to test a range of tactical and behavioral skills 

thatthey hadlearned inthe prior three daySofthetraining. 

You are responding to a private home because the neighbors called the police to reportscreaming and 

fighting. When you arrive, an angry man,in the presence ofan upset andfrightened woman, tells 

you..."this isafamily matter...it's noneofyour business..quit bothering usandget the hellawayfrom 

myhouse!" 
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This scenario was presented in an Oral Assessment Board to a candidate for the San 

Antonio Police Department Three experienced police officers conducted this phase ofSan 

Antonio's police pre-employmentscreening process.They tell the candidates that they are 

notexpected toknow thelaw or actual police procedures;butthey are expected to respond 

with a logical way to solve the problem.The Oral AssessmentBoard is one componentof 

the police department's psychologicalscreening process. 

The officer had a number ofcruiser accidents, was becoming increasingly insubordinate, and was 

involved in a domestic disturbance with his girlfriend before thefirstformal complaint wasfiledfor 

use ofexcessiveforce. 

Anyone of these incidents could be attributed to situational factors. However,the Atlanta 

Police Departmentincluded them in the behavior monitoring system that was developed 

to detect officer behavior patterns that are forerunners to excessive force complaints;and 

then toensurethatsubsequentinterventions are applied to correctthe problem. 

These three vignettes share a common feature: there is a risk any or all of the scenarios 

could culminate in the use of excessive force by the officers. The three situations in which 

the scenarios are employed represent three distinct phases of a police career: selection, 

training, and monitoring of behavior for 'early warning' signs of problems. They were 

observed in an earlier National Institute of Justice (Nil) study, during site visits to 
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observed in an earlier National Institute of Justice (NU) study, during site visits to 

departments identified as having programs to curb police excesses in the use of force to 

resolve situations. 

This Researchin Briefdescribesthese modelsfrom police psychology. 

CriteriaforProgram Designation 

A survey of sixty five psychologists who provided services to fifty of the largest police 

departments described the status of police psychology practices,particularly those relevant 

to interventions in excessive force issues (Scrivner, 1994). While the survey identified a 

number of effective practices, the second phase of the research developed fairly explicit 

criteria to identify programs or practices,that could be designated as modelsfor reducing 

• excessiveforce. 

Thesecriteria included: 

o The police department used their police psychologist(s) as a resource for strategic 

planning to reduceexcessiveforceand the program wasacollaborative resultcifthateffort 

oThe program wasdesigned asaninnovative psychological intervention thatresponded to 

broader organizational issues instead of meeting only crises needs of individual police 

officers. 

• 
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0The program was data driven,prevention based,proactivein nature,and designed as an 

interventionin an organizational problem atit's earliestphaseofdevelopment 

o The program reflected how a police department could use the skills of the police 

psychologisttoinform policy. 

CityofDenverPolice Department -

BOX—Thecity ofDenver is the capitol of Colorado. It has a population of491,000 and it's 

police departmentserves an area of 154.97 square miles. The police department has 1,382 

sworn officers. 

Advanced Patrol Officer Skills In-Service Training 

The Advanced Patrol Officer .Skills four day inservice is part of the Denver Police 

Department's emphasis on health and wellness. The vial is to provide training that 

translates into officer safety and success in handling patrol calls. To achieve this goal,the 

broad based proactive patrol curriculum is represented as enhancing police control of 

patrolsituationscould resultin confrontations. 

• 
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The central focus of the training is on the psychology and physiology of patrol responses, 

how higher levels of arousal can escalate a situation to a use of force result and how 

defusingtechniques help to de-escalate situations before they getoutofthe officer's control. 

Other topics covered in the multi-dimensional program include: psychological reactions to 

danger,risk assessment,communication skills,cultural awareness,and arresttactics. 

These diverse curricula are integrated into a coherent whole and contrast with traditional 

training in several ways. First, traditional training is generally classroom based, presents 

individualskillsinseparate modules,and talks aboutthe perception ofthreatofdanger but 

is limited in simulating the feelings associated with the actual experience of threat of 

danger.In this regard,the traditionalformatcan be artificial,stimulates only low levels of 

arousal, and fragments mind-body interaction. Consequently, when a real situation is 

confronted in the field, high levels of anxiety can override what was learned in the 

classroom and officers can experience interference in recall, temporary disorganization, or 

outright panic.Thesetypes ofexperiences had been identified as associated with the use of 

excessiveforce in an earlier study by the department psychologist(Nicoletti,1990). Results 

ofthatstudyformed thefoundationfordeveloping thistypeofprogram. 

Initially, this training was developed for recruit classes and was modified for inservice 

training. The common thread that unites both levels of training is the assumption that 
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• Initially, this training was developed for recruit classes and was modified for inservice 

training. The common thread that unites both levels of training is the assumption that 

threats of danger for police officers exceed the actual occurrence, including the use of 

deadlyforce. However,perceptionsofthreatcanfuse with reality and escalate situations to 

a point where force becomes necessary. Consequenty, the training emphasizes threat 

perception, the impact of past experience on risk assessment and the integration of the 

mind/body response. Conversely,much of traditional training separates information into 

isolated modules thatlead to fragmenting the mind-body connections.This fragmentation 

makes it more difficult for learned techniques to become integrated into an officer's 

repertoireofpatrolresponses. 

• Thecombination ofclassroom and field-experientiallearning strives to producethe type of 

arousal, including frustration, agitation and fear, that an officer experiences on the job. 

Difficult to achieve in classroom discussion and even in many instances of role play, the 

Denver training academy staffand the department psychologistcreated realistic simulated 

situations thatwould enablethem to train to arousallevels thatapproach thoseexperienced 

onthe street Thefluid &dynamic scenarios,the departmentstore location,the wearing of 

uniforms and weapons, the use of trained role players, and the debriefing by first line 

supervisors,allenhancetherealism ofthetraining. 

• 
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• Theclasscontentdrawsoninformationfrom sports psychology,mobviolence research and 

neuro-psychology,and demonstrates the intricacies ofthe mind-body connection and how 

it affects judgment and problem solving. A framework for assessing threat is presented 

because the initial assessmentofa situation is the key to a successful solution. It addresses 

the interplay of threat effects on perception and human information processing,and how 

psychological and physiological arousal levels can interfere with accurate estimates of the 

level ofthreat Forexample,if arousal levels are toolow,the threatcan be underestimated; 

butiftoo high,the threatlevel may be overestimated. Both conditionscan contribute to an 

officer becoming immobilized, or over-reacting. The combination of effective risk 

assessmenttechniques and defusing skills can be critical to maintaining the optimum level 

ofarousalthatis needed to keepinternalstatesand externalfactsin balance. 

• 
Elements of this training are comparable to the self-programming of responses that have 

been used to train athletes to build mental resilience and avoid over-arousal. Analogous to 

bullpen warmups,the training incorporates mental and visual-motor rehearsal,a focus on 

muscle memories,and emphasizes sensitizing participants to recognize the physiological 

and psychologicalsignals ofthreat 

Clearly,there are manythingsin a patrolencounter thatthe police officer cannotcontrol so 

it is helpful to give them information about what is controllable. While the individual 

variables may be more easily controlled, the risk assessment provides a framework for 

handlingsuspectand situation variables(and theirinteractions). 
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variables may be more easily controlled, the risk assessment provides a framework for 

handlingsuspectand situation variables(and theirinteractions). 

A number ofoptionsfor managingthe less controlled subject-environmentinteractions are 

also included in the training.They are addressed in afull day ofcommunication skills and 

cultural awareness training. The latter includes community guest speakers who represent 

different cultures, and police officers of varied ethnic backgrounds who are able to talk 

policelanguageabouthow they would reactin certain situations.Afull day ofarresttactics 

and field exercises emphasizing officer safety precedes the final day of training that is 

comprised ofeight hours of"hands on"exercises combining all of the previously learned 

skills. 

• 
The final "hands on" day is conducted at the vacant department store where each officer 

participates in the following scenarios: a domestic violence scene, a building search, an 

interrupted bank robbery,and a traffic stop. The scenarios present the opportunity to use 

different levels of force, including deadly force, as well as skill applications from the 

preceding the prior three days.The officers approach each situation with informationfrom 

the dispatcher and then encounter thetrained role players.Each situation evolves based on 

the officer's response.Role playersinclude psychology interns,police officersfrom the Peer 

SupportProgram,including those referred because ofexcessiveforce,and studentsfrom a 

• 
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studentsfrom a localcollege.This mix doesnotsingleoutthe officers involved in excessive 

force but it does give them the opportunity to experience the other side of use of force 

situations. 

In contrast to a one-size-fits-all, this training blends an incremental integration of mental 

and physical states and specific de-escalation skills with individual feedback provided at 

the conclusion ofeach officer's performance in each scenario. Officers receive both written 

and verbal feedback from multiple observers, including a psychologist, a field training 

officer, and a first line supervisor, all of whom are part of the training. In the event that 

deadly force was used,the markings from the paint ball bullets produce another type of 

feedback 

The use of FTOs and first line supervisors as observers and debriefers was designed into 

the program to build continuity from training to field operations. Within this context, 

vicarious learning can occurfor theFTOand supervisor participants whocan reinforce the 

proactive values across squads and influence the socialization norms thatshape the police 

culture.Hence,each training hasa broaderinfluenceon organizationalfactors. 

Conclusionsand Recommendations 

It would beimpossible to replicate the situations thata police officer encounters on a daily 

basis. This training,however,comesclose to it Moreover,itsetsthestageforfuture needs 



• Itwould beimpossibleto replicate the situations thata police officer encounters ona daily 

basis. This training,however,comesclose to it Moreover,itsets*the stageforfuture needs 

such as adapting the protocol to simulate the type of problem solving skills that will be 

requited for community policing;or to serve as a foundation for technological innovations 

such as virtual reality modules for police training. In terms of the future, the next phase 

needs to consider building in an ongoing evaluation process to Measure the long range 

effectiveness ofthetraining,and how itis maintained ason-streetpractice. 

San AntonioPre-EmploymentPsychologicalScreening 

BOXSan Antonio,an ethnically diverse community,is one of the fastest growing cities in 

thecountry with a population ofoverone million.Thedepartmentservesajurisdiction that 

is 370 square miles and is distinguished by a strong presence of military veterans and 

retirees,as well as a large number ofcitizens over age25 who have less than a high school 

education.Thisfullservice police departmenthas1,715sworn officers. 

TheSan Antonio applicantscreening process provides a comprehensive evaluation ofeach 

candidate thatis comparable to processes used by other departments ofsimilar size. The 

process requires successful performance across several components:a written, entry-level 
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• level test, 'a physical fitness test a drug screen; a polygraph exam; a background 

investigation;a medicalexamination;and a psychologicalassessment 

Texas is one of thefew states that mandate psychological assessment of all peace officer 

candidates. The mandate requires a declaration of a candidate's psychological and 

emotional health, and applicants can be denied employment on the basis of the 

psychological assessment Because ofthe weightplaced on this componentofthe screening 

process, the department sought to implement a comprehensive evaluation of candidates 

and to supplement the relatively standard battery of psychological tests and clinical 

interview with an Oral Assessment Board. This supplement an integral part of the 

psychological assessmentexpandsthe process bycombining"screening in"and "screening 

• out" features, and the multiple evaluations from police practitioners ensures a more 

comprehensive profile of the candidate. Thus, the San Antonio psychological screening 

contrasts with that of departments who use psychological assessments only to identify 

emotionally unfitcandidates. 

The Oral AssessmentBoard also differsfrom the traditional oralinterview board.It occurs 

prior to initiating the background investigation and candidates can be eliminated from 

furtherconsideration based ontheir performanceatthis phaseofthe process.Moreover,the 

Board isconducted by panel(s)ofexperienced police officers who have been trained by the 

psychologist to evaluate candidates on several empirically developed dimensions. Their 
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been trained by the psychologist to evaluate candidates on several empirically developed 
• 

dimensions.Their ratings,are based on how the candidates respond to a series of problem 

solving scenarios wheretheinformation is systematically changed according to candidates' 

responses. 

UniqueFeatures: 

oThe rating dimensions used in the Oral AssessmentBoard were empirically determined. 

The psychologist had police officers(N=250)rate twenty behavioral dimensions for their 

significance to effective patrol performance. Inter-rater reliability was strongest for the 

following nine dimensions: ability to make decisions; ability to control anger; stress 

management self confidence; openness and honesty; independence; flexibility; personal 

110 security;and understanding ofothers. 

o A smaller group of officers worked with the psychologistand devised a series of patrol 

scenarios that could be used to evaluate the identified dimensions. The scenarios were 

constructed so thatthey could besystematically varied when presented to candidatesin the 

OralAssessmentBoard. 

o The scenarios were then field tested with two recruit classes (N=100) and their 

performanceswerevideotaped.Thetaped productionswereused to train thefirstgroup of 

officer raters. Rater error and rater bias were the major foci of the training which was 
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• ofofficer raters. Rater error and rater bias were the major foci of the training which was 

completed when all raters attached the same kind of ratings to the same kind of 

performance.Thesetapescontinueto beused asthestandard for ratertraining. 

o Police officersconductthe Oral AssessmentBoard and ratecandidate performanceonthe 

nine dimensions using a five point Liked scale. They arrive at a final composite rating 

signifying acceptance or non-acceptance ofthe candidate.To proceed to the next phase of 

theasiessment,acandidate mustbeaccepted bytwoofthethree panel members.When not 

accepted by a Board,thecandidate is provided with writtenfeedback asto areas thatneed 

-improvement 

(rightofappealfootnote) 

• 
oSeveral features of the Oral Assessment Board were designed to respond to bias issues 

thatare problematicalin personnelselection. 

—Each Board panel is balanced for race and gender and uses a different panel of 

'ratersID avoid response bias. 

—Atthe outset,the panelonlyreceivesacandidate'snameand date of birth;no other 

background informationthatcould biastheassessmentis provided. 

—Fourgroupsofscenarios are used and candidates blindly selectthe group thatwill 

be used fortheir Board. 
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—Thescenarios arechanged every18monthsto protecttheintegrity ofthe process. 

—EachBoard istaperecorded to provideafullrecord ofquestions and responses. 

Conclusionsand Recommendations 

This is an innovative approach to psychological screening because it combines important 

information about a candidate's judgment and problem solving with evaluation of their 

emotional stability. In this regard, it holds promise for evaluating candidates for 

community policing assignments.The use of multiple evaluators who have been trained in 

an empirically derived process address fairness and job-relatedness issues,and the nature 

of what is being evaluated is consistent with requirements of the Americans With 

Disabilities Act(ADA)for pre-offer screening. 

The Oral AssessmentBoard could be further improved by rating to behavior anchors that 

reflect the different levels of the rated dimensions. Moreover,while the system has been 

periodically validated, it needs to build in an ongoing evaluation process that would 

provide for 'a continual validation strategy so that it's reliability and validity remain 

updated.In this regard,the taped interviews provide a wealth ofdata thatcould be better 

utilized forthese purposes. 

• 
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CityofAtlantaPoliceDepartment 

BOX:The City of Atlanta houses over 400,000 people in 136 square miles and will be the 

center ofthe 1996Summer Olympics. More typically, the police department's 1672 police 

officers routinely respond to the high percentage of families living beneath the poverty 

level. Of the major U.S. cities, Atlanta has the highest proportion of citizens in public 

housingin relationship to total city population. 

The Atlanta Police Department has been involved in a successful twenty year effort to 

change how it policed the city and toimprove its imagein the community.A combination 

of factors stimulated this effort, including changes in the political climate, in the 

managementofthe department,the strengthening ofthe hiring and promoting of minority 

officers,a strongeremphasison police training,and on monitoring police behaviorthrough 

the implementation of an "early warning" system. The latter was particularly focused on 

reducingexcessiveforce. 

During the 1980s, the department questioned the effectiveness of their complaint driven 

system.They soughtto determine if itcould beimproved by monitoring police behaviors 

that were precursors to excessive force complaints.The notion behind the questioning was 

the beliefthatifan officer gotaway with abusingforceonetime,then abuse practicescould 
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• wasthe beliefthatifan officer gotaway with abusingforce one time,then abuse practices 

could continue unless interventions were in place to stop it Using a lessons-learned-

approach,the departmentsoughtinputfrom a number ofdivisions:Internal Affairs;Patrol 

Commanders;PsychologicalServices;Training Division;and thePlanning Division. 

At the outset, Internal Affairs identified repeat offenders. Then, the patrol commanders 

were asked to describe these officers in terms of their work performance. This process 

revealed a set of common denominators and it was determined that officers who were 

abusingforce had a numberofminorcomplaints atthe station level thathad accrued prior 

to their firstformal complaint Courtesy complaints were the prime offenses,followed by 

occasional insubordination and lateness, shortcutting procedures, and bordering on 

• becoming unsatisfactory performers. In short, they were disregarding policies and 

procedures governing performance of police duties and action needed to be taken by the 

policedepartment 

Whilethere werenoconsistentindicators thatsuggested thatthe officers were violent,they 

did seem to have problems responding to and managing their own authority. Thus,the 

department psychologists were asked to profile officer behaviors that would alert 

supervisors to when an officer mightbe atrisk for starting to abuse force.To this end,the 

Psychological Services office conducted a systematic review offiles and identified a series 

of behaviors that could be incorporated into a behavior monitoring system. To avoid 

• 
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• Psychological Services office conducted a systematic review offiles and identified a series 

of behaviors that could be incorporated into a behavior monitoring system. To avoid 

breaching confidentiality, aggregated data were provided to the department to formulate 

thefirstiteration ofadata based and behaviorgenerated"early warning"system. 

Of necessity, the system included the traditional and more egregious behaviors that 

required a timely departmentresponse.However,it also incorporated other behaviors that 

first line supervisors often ignore, rationali7l3, or deny their significance. In and of 

themselves,anyone ofthe behaviors mightseem to be a minor infraction; but,when taken 

togetherthey suggested thedevelopmentofa pattern thatneeded supervisory attention. 

• Thissystem represented a major differencefrom the complaint driven process.Supervisor 

accountability was designed into the system by requiring supervisors to systematically 

review subordinate performance at six month intervals; and by making them accountable 

for taking action to correct performance problems early on instead of tolerating them. 

Examplesofwork behaviorsthatweresubjecttoasix monthreview include: 

oTwoor moreaccidentsin City vehicles. 

oFourormorecounselingforms. 

oTenor moresickdays. 

oPatternofabuseofleave. 

• 
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oTwoor moredaysofunexcused absencesfrom duty. 

oThreeincidents wheretheemployeeis the victim ofassault 

and isinjured in oneor moreoftheincidents. 

Despite the excessive force focus, these behaviors could relate to a number of other 

problems butthe six month timeframeforces the supervisor to respond to them whatever 

their cause may be. Hence, the systematic supervisory monitoring decreases the risk of 

supervisors enabling or denying problems with an employee, and requires them to 

interveneand be accountableforsubordinate performance. 

Other behaviors are included in the system but they vary in time frames and frequency. 

• Examplesinclude domestic violence allegations,failure to appearin court,repeated similar 

complaints,firearm discharges. 

Intervention and Responsibility:After defining the behavioral elements,it was necessary to 

definethe appropriate interventions and to designate operating authority for managing the 

system.Though discipline was notdiscounted,the major proposed interventions included 

counseling for officers, When appropriate, participation in new training programs on 

relevantskills,orreassignment 

• 
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• The managementresponsibility was initially assigned to Psychological Services because it 

provided a neutral ground and could maintain confidential records. However, when a 

public safety reorganization moved the Psychological Services office to the city's Human 

Resource Office, this arrangement was no longer viable. Thus, the responsibility for 

managingthe program wastransferred to the OfficeofProfessionalStandards(OPS)which 

includesthe Internal Affairs Unit Although data regarding officer performance is housein 

OPS,itis acquiredfrom othersourcesincluding operationalunits. 

As of July, 1993, the policy has been through four iterations and has been continually 

refined so thatit doesn't become outmoded.Itcontinues as a supplementto the complaint 

driven system and it has enough flexibility so that it doesn't penalize officers for isolated 

• incidents related to specific assignments or to an occasionallapse dueto frustration.Rather, 

itis geared to detecting subtle butrepetitive patrol behavior changes,such as unnecessarily 

tightening handcuffs; or, the chronic offenders who use force for purposes of exercising 

completecontrol whetherthey need toornot 

Conclusionsand Recommendations 

Complaint driven "early warning"systems that identify officers after three complaints do 

not provide much of an "early warning".When combined with a proliferation of Civilian 

Review Boards, a tolerance for excessive force could develop, particularly if police 

organizations think someone else will be responsible for handling brutality complaints. 

• 
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• organizations think someone else will be responsible for handling brutality complaints. 

Thus, the system developed by Atlanta becomes all the more critical because it offers 

supervisors a prevention method for overseeing subordinate behavior and for taking action 

beforeitgetsoutofhand. 

When psychological services are involved in a prevention effort to help officers, 

supervisors, and the department they are contributing to strengthening organizational 

performance. However, it is particularly important to exercise caution that the limits of 

confidentiality are not strained in these efforts. It is possible to encourage, support, and 

participate in the development of such proactive responses by carefully -adhering to 

professionalstandards. 

Despite it's merits,somechangescould improve Atlanta's "early warning"system.There is 

a need to automate thesystem if itis to function efficiently in a departmentwith thesworn 

strength of Atlanta. Automated feedback to first line supervisors in six month intervals 

would encourage consistency in the use ofthe system.This becomes particularly critical as 

tenured supervisors retire because the department has found that their lesser experienced 

supervisors are notasconsistentin usingthesystem for performanceoversight 

The Chicago Police Department has undertaken such a project and has used high 

performancedata analytic procedurestoformulateand validate their recentlyimplemented 

system. Using neural networks, Chicago determined the behavioral variables that 

• 
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The Chicago Police Department has undertaken such a project and has used high 

performancedata analytic procedurestoformulateand validate their recently implemented 

system. Using neural networks, Chicago determined the behavioral variables that 

differentiated a sample of officers who had been fired,from a sample of officers who did 

nothavejob related problems.Currently,they areteachingcommand personnel how to use 

thissystem(1994:p.10). 

Automation may also help to override the currentlocation in OPS.The location remains a 

major problem since under the best of circumstances it is hard to convince officers that 

anything associated with an OPS can be in their best interest The latter is particularly 

importantintermsofofficers being receptive to prescribed interventions.In this regard,the 

• rangeofinterventionscould also bebroadened. 

The system could be further improved by adding a preliminary tier of the more subtle 

behaviors thatcome to a supervisor's attention,such-as nicknames thatsignify use offorce 

.or the incidence of prisoners--regularly "falling down stairs". Finally, -all "early warning 

systems" would benefit from finding a different way to identify behavior monitoring. 

Despite a worthwhile objective, the 'early warning'label has a negative connotation and 

carries a message that.."you are someone we have to warn people about". Thus,a more 

positivewaytoidentify these programs,such as Metro-Dade's"Early IdentificationSystem" 

• 
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"Early Identification System" or the Boston Police Department's Early Intervention 
• 

Program,maystrengthentheir usefulnessand reduce officer suspicion abouttheirintent 

Summary . 

The programs described all touch on importanthuman resource issues: selecting the right 

employee to do thejob; giving thatemployee the right tools to do it and providing them 

with proactive supervision to help them correctperformance problems before they become 

tooentrenched.Sinceeventhe bestofemployeescan driftinto problem behaviors,thelatter 

intervention is especially critical to preserving the human resources of -the police 

organization. Moreover,any program thatchangesthe quality ofthe organization's human 

• resources inevitably begins to change the organizational culture. As departments begin to 

transition tocommunity policing,thesetypesofchanges will becomeespecially critical. 

Ideally, implementing all three programs represents a systematic way to respond to 

excessiveforce aswellasto other performance problems.Therecentreportfrom the Mollen 

Commission(1994)showed how tolerance for brutality opened a door for other types of 

misconductto flourish.The report cited first line supervisors for their failure to intervene 

when they knew officers were using too much force. Subsequently, an atmosphere 

developed that tolerated other inappropriate behaviors, corruption being the most 

egregious. 
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S atmosphere developed that tolerated other inappropriate behaviors, corruption being the 

mostegregious. 

Programsthatchangethe quality ofthe organization's human resources inevitably begin to 

change the organizational culture. As departments begin the transition to community 

policing,thesetypesofchangeswill becomeespecially critical.Sincetheseventies,there has 

been little innovation in how we hire and promote police officers. The systems have been 

driven by the staffing needs of the professional police model and appropriately have 

accommodated Equal Opportunity concerns. However,community policing requires the 

implementation ofscreeningand training modelsto assess capacityfor problem solving.In 

all likelihood, supervisors will be in need of guidelines for responding to subordinate 

performance. Though the models described in this report were devised to respond to• 

excessive force they may also provide afoundation for building the new systems that will 

berequired forcommunity policing. 
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APPENDIXA 

Interview Schedule: 

February,1993 

DenverPolice Department ChiefDavid Michaud 

Dr.John Nicolletti 

LtL.Boydston 

• May,1993 

Atlanta Police Department DeputyChiefRobinson 

Deputy ChiefJulius Derico 

Dr.GuySeymour 

Dr.Claire D'Agostino 

Major Blanch Nichols 

Mr.Richard Clark/Accreditation 

Manager. 

Capt.S.M.O'Brien 
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• July,1994 

San Antonio Police Department ChiefWilliam Gibson 

Deputy ChiefA. A. Philipus 

Sgt.GaryVanSlykes 

Dr.Michael McMains 

San AntonioCtd: Sgt.RaulCrisantez 

Investigator Ben Burleson 

Investigator RobertHyatt 

Recruiter D.Carmenaty 
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