ICE SEMINAR IN COMMUNITY RELATIONS

City of Detro!



September 6, 1966

MEMORANDUM TO: Richard V. Marks

FROM: James Boudouris

SUBJECT: Evaluation of Police Seminar in Community Relations

The Training Program:

Over a period of 4 months, (July-October, 1965), 1800 officers from the Detroit
Police Department took part in a training program based on the book, Professional

Police-Human Relations Training (Charles Thomas, publisher, 1963) by Siegel,
Federman and Schultz. The book is the result of a 2-year study of the Philadelphifa.
Police Department by Applied Psychological Services who "interviewed in depth"
75 Philadelphia Police officers and observed and recorded 267 incidents.

The training program was directed by the Detroit Police Department and the Comm-
ission on Community Relations. Twice a week for four weeks (8 sessions) a group:
of 50-70 officers attended a 2 1/2 hour class session divided into a lecture by an
expert on community relations and a question-answer period in Part I, a coffee
break, and then in Part II, small group discussions of 7 cases designed by Dr.
Siegel to be typical, realistic police~-human relations episodes. The cases are
taken from the book and have been slightly revised to adapt them to a Detroit

setting.,

The first training session consisted of a lecture and question-answer period, and
an orientation period. The second through eighth sessions included discussions of

cases.,

« directed Part II.
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Attitudes and Attitude Change

From a functional point of view, to change attitudes we should attempt to under-
stand what function the particular attitude has for the individual while recognizing
that the same attitudes may have various sources in personality, social situations

and community practice,

Prejudiced behavior or attitudes may reflect certain inner psychological states such
as anxiety, frustration, and so forth. Certain behavior may be related to the
officer's self-image as a "tough guy," or as a "manly" officer. To change the
officer's behavior might require a change in the man's self-concept since the kind
of understanding, patience, and considered behavior this program encourages mir .’
be seen by the officer as weak or "wishy-washy."

The social or cultural bases of the police officer's behavior include the training .

gets in the department to act "by the numbers, " in other words, to know exactl 7
ntribute to stereotyping

what to do in every situation. It seems to me this could co

and over-generalizing. Also, the officer may feel that to gain respect from the
public he must be firm and authoritarian, but in an emotional context this may len”
to "brutality" or what is interpreted by the puklic at the time as "brutality.”

This kind of street incident, where the police officer and the crowd are in emoiiciisl
states, could lead to behavior that is contrary to the attitudes and training thaw

the officer adheres to when he is in a relaxed, rational setting as he iz during a
police seminar. To prepare the officer for these situations, emphasis should be
placed not on attitudes but on the development of the ability to meet situations
objectively and unemotionally. This is part of what has been referred to as the
"professionalization” of the police officer. The situation 1 am describing is
probably referred to in what staff participants say they have heard officers say

thousands of times, "You guys don‘t ;gnglg‘rtsétgﬁdaw}}a‘tﬁwe have to go through out
there." To help in gaining this kind of unde ta ityhas_been suggested that
some time ridi > squad cars.
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be altered"

3. if "the notions and opinions uf the individual police officer can
nions and

=~ (this is meaningless unless the distinction is made between opi
attitude, but Siegel doesn't do this);

4. if it can be shown to the police officer that attitudinal change will not

shut him off from his friends and co-workers, and

5. if it can be shown that attitude change will improve his skills, his i
chances for advancement as well as public attitudes toward the police force .
f them will yicld the
.ge benavior, 1 would

According to Siegel, the cases and the group discussion o
above premises. Because I think they are necessary to chal

recommend additional means of satisfying these requirements.
es a need for char -

The implicit assumption is that the individual police officer se g
in his attitude and behavior. However, with riots in Chica¢o, Iics Ang‘elc.s ax’ i
other cities, but not in Detroit, the police officer may feel that the status guo ©i-

not change is to be preferred,

If the cases are perceived as realistic, they might contribute to the above re‘?"i"'
ments of attitude change. Howewvar, 66% of the officers rated the cases as bt);(} -
and many criticized the cases for representing the oificer as stupid and not reilect

ing typical situations.

Studies in attitudes and perception have suggasted that a prejudiced person may
"fail to understand" a message aimed at altering the prejuciced p=rson’s attitude .
Part of the difficulty might be overcome by changing the cases encugh to improve
the police image, but without altering the essential elements of the case. Siegel
emphasizes the importance of the police coordinator summarizing wnat has been
said after each stage, but since thie size of the group was iwo or thr2e times the
size of the group that Siegel workad with, and since there was sumetines
insufficient time for discussion of all siages, a sumnary ¢f the escenticl prinuipies
of each stage of the cases might be given to the coordinator prici o the sessions.
This should be included in the training and orientation of the police coordinators

before the training program starts. dahes of the public;

The coordinators should (befor:
to the police officers how
and improve the officers
toward the force. The .
training in this role
suggested.
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than isolated i
At ‘;:11"1.1:“618. 'When the men know each other, there is more of a public
SoEmae T ot}?e \;e police~-community relations, and as co-workers they will

I' in any changes that may be initiated during the training program.

ggxet;:r's;;: i I%CCitaSi.onal group, the opposite tendency was also noted. Officers
attitudes with Precinct may provide support to each other to maintain their original

out change, Such groups might be singled out by the Commission
staff or the police coordinator for special attention.

The valldity of the discussion group method in training and education has been
accepted by industry, educators, and psychologists. But Siegel doesn't sufficient!:
stress the importance of certain principles that seem to be necessary for the
succe.ss of the method, Although the officers may not know who will be chosen ¢.:
the discussion group leader prior to the session, a statement of the essential
elements of a discussion group could be sent to all officers shortly before begic:
the training. This would include an explanation of what the duties of a discuss!
leader will be, examples of ways to stimulate discussions, an explanation of

the importance of participation by the officers during the discussions, and the
distinction between discussion and debate should alse be stressed.*

Commission staff could also be utilized in this capacity. It was pointed out that
police were quite overt in their distrust and hostility toward Commission staff, ars
saw them as intruders. If the staff is to function as an effective part of the
discussion groups, their role should be made clear to the police officers. This
could be included in the orientation material that might be sent to officers a few
days before the beginning of the program, and their role should be again clearly
defined by the police coordinator as part of the orientation on the first day of the

session.

Objectives:

Siegel lists nine training objectives of the program, but a comparison between

these objectives and the requirements of attit%c‘ie_v c;hangg ,}gsted above indicate a
o 3 w§ ool tha AR L TR YL '.

close similarity. The objectiy§~s °fft2§. prggfgx;% re }°W&;§°§§?Qﬁ¥@f§ ty

i S

“‘
&
14

=

1. to develop an appreciatic

"‘M"‘Ss r i
2. to become aware of

equal fairness
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groups);



6. to o) q
develop an acce tance of integrated situations;

7. togain a
behavi n awareness of how his behavior and attitudes will influence the
or and attitudes of his fellow officers;

Has TG :
1emset‘.forne familiar with the role of associated community agencies in prob-
of police-public intergroup relations; and

9. o(fa tlit.lmmt:u'y objective of the above) the development in police P
e skills requisite for anticipating and meeting the police-human.
relations aspects of

a. their work

b. incidents rooted in factors of race, religion and nationgl origin

C. Jjuvenile offenses
d. civil rights complaints, and

e, community tensions.

All of these objectives are explicitly stated in the material given to the officers

when they begin the training program and are implicit in the cases and in the
lectures. These objectives could be used by either the discussion leaders or the
police coordinators to underline the main points of the cases and thus eliminate

any ambiguities.

Studies in attitudes and perception have suggested that when a situation is
ambigious a prejudiced person may interpret the inc1dent to agree with his prejm.h o

rather than attempt to alter hxs att1tude_ 2
o chiange in some ndelin
A valuable source of information on the eva i ogram itself, not on its
effectiveness, comes frory : At nd of ﬁxfe"fu’ly, August
sheets on whic

and September 1;1'aining,‘8 on raluat:
they evaluated the vai , : - % & con:




bPercenta i
ge of officers (40%) thought this objective was achieved:

They were not
Sl antici?asa]:f: to evaluate this objective "To add to their knowledge and
9 and meeting police~community relations situations involving

(a) religious
tensiBRLl + racial and ethnic minorities, (b) juvenile offenses, and (c) community

B

o 12; L1:he end of the first series, 59% (395 officers) were disappointed with

AT rs’l? whereas, at the end of the second series, 65% were disappointed
- The question wasn't asked on the last evaluation.

n
C. f01’1 the basis of your experience in the course, would you encourage
your friends at the precinct to sign up for the course" ?

3rd 3eries {Sept.)

st Series (July) 2nd Series (August)
60%

Answered "Yeg" 64% 65%

D. The officers were asked to evaluate the lectures, questions and answer
sessions, cases and group discussions. At the end of the first series, 82%
thought the cases used were "Bad" but there was a significant improvement
as this percentage decreased to 71% and then 66% by the end of the third

series. The group discussions themselves, however, received the largest

percentage of excellent or good ratings, 66%.

The evaluation of the cases is probably a reflection of several factors, and
not necessarily an accurate appraisal of the quality of the material. The
officers might be responding to the image of the police as "stupid, " or to
their own uneasiness that their attitudes and behavior were being challenged

and that they were being called on to change in some indefinite way.
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P- The "a u
on both se:“?e:;’r1 zgga:;ve married couple" received the fewest number of points
en was dropped; it is a non-racial domestic incident

about Visiting Privileges with children,

G.

mentsig::doafbt::e?omments by the trainees on the evaluation sheets have been

and making the c. Presenting the officer in a more favorable way in the cases

course wa as'es more typical and realistic, Many officers thought the
S @ step in the right direction and that they had benefited from it.

gg‘:;ftl t;f:ifner s thought the trainees should be assigned to discussion group:
how thar fn WOu%d be from different precincts in order to exchange ideas o=
disc précincts might handle problems differently. "It also would prevent the

ussions from being dominated by officers who know each other and already <
in agreement, "

This is contrary to my above emphasis on continuing the change in attitudes and
behavior that is only begun during the training program by training mer together
who will work together afterwards. This difference might be resolved by experi-
menting with the two arrangements, but evaluating these variations is a difficult

problem.

Further evaluation

The following are possibilities for evaluating the effectiveness of the iraining
program: 1) Although not very likely, one approach is to prepare a questionnaire
designed to measure attitudes of the police officers. This could be done before,
immediately after, and a certain period of time after the training program. 2) The

use of records from the Citizen Complaint Bureau offers some possibilities for
evaluating the program but is limited by the probably small number of people whc
know about the bureau and who bother to use it. A summary of the complaints
received during the first six monsths,f@@;‘l%s indicates that 75% of the 51 complaii:is
involved the precincts most represented in the training program. Infor-~
mation is not yet available or the program was begi1 .,
3) Another approach woul ce
This would consist of
through the program.
the police officer wc
on the everyda:
validity of th
spection. :
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