


The United States Commission on Civil Rights

The United States Commission on Civil Rights, first created by the Civil Rights Act of 1957, and
recstablished by the United States Commission on Civil Rights Act of 1983, is an independent,
bipartisan agency of the Federal Government. By the terms of the 1983 act, the Commission is
charged with the following duties pertaining to discrimination or denials of the equal protection
of the laws based on race, color, religion, sex, age, handicap, or national origin, or in the
administration of justice: investigation of individual discriminatory denials of the right to vote;
study of legal developments with respect to discrimination or denials of the equal protection of
the law; appraisal of the laws and policies of the United States with respect to discrimination or
denials of equal protection of the law; maintenance of a national cleari nghouse for information
respecting discrimination or denials of equal protection of the law; and investigation of patterns
or practices of fraud or discrimination in the conduct of Federal elections. The Commission is
also required to submit reports to the President and the Congress at such times as the
Commission, the Congress, or the President shall deem desirable.

The State Advisory Committees
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in each of the 50 States and the District of Columbia pursuant to section 105(c) of the Civil
Rights Act of 1957 and section 6(c) of the United States Commission on Civil Rights Act of 1983,
The Advisory Committees are made up of responsible persons who serve without compensation.
Their functions under their mandate from the Commission are to: advise the Commission of all
relevant information concerning their respective States on matters within the jurisdiction of the
Commission; advise the Commission on matters of mutual concern in the preparation of reports
of the Commission to the President and the Congress; receive reports, suggestions, and
recommendations from individuals, public and private organizations, and public officials upon
matters pertinent to inquiries conducted by the State Advisory Committee; initiate and forward
advice and recommendations to the Commission upon matters in which the Commission shall
request the assistance of the State Advisory Committee; and attend, as observeers, any open
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The Wisconsin Advisory Committee submits this report, Police Protection of the African
American Community in Milwaukee, as part of its responsibility to advise the Commission
on civil rights issues within the State. The report was unanimously adopted by the
Committee by an 11-0 vote.

The Advisory Committee held a factfinding meeting on April 22 and 23, 1993, to obtain
perspectives and facts on police protection of the African American community in
Milwaukee. Those invited to participate included the mayor, the police, elected and
appointed officials, academic researchers, community leaders, and individuals from the
community. The Milwaukee Police Department and the Milwaukee Fire and Police
Commission were given an opportunity to review the report prior to its submission to the
Commission. The response from the chief of police is appendix 1.

Although the report does not reflect an exhaustive analysis of the subject, the Committee
hopes the Commission will find it of value in its monitoring of racial, ethnic, and religious
tensions nationwide.

Respectfully,
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Kimberly Shankman, Ph.D., Chairperson
Wisconsin Advisory Committee
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The mayor’s commission reported on the racial polarization of the community:

The 1990 census showed that the population of two inner-city Aldermanic Districts was more
than 90% African American, while three of the 16 Aldermanic Districts, all on the far South
side, had less than 1% African American population. More than half of the City’s African
American residents live in three inner-city Aldermanic Districts. . . . The inner-city districts
report the lowest incomes in the City, and a high percentage of housing stock in sub-standard
condition or vacant and boarded up. These districts also report the highest crime rated in the
City, and therefore have the most contact with the Milwaukee Police Department.’

In terms of general public safety, the number of index crimes reported to the
Milwaukee Police Department in 1992 was the lowest since 1989.% Further, when 1992
crime statistics are compared to the cities of Boston, Columbus (Ohio), Jacksonville,
Memphis, and Washington, D.C., cities with similar populations, Milwaukee has the
lowest crime rate.® Despite the appearance of general improvement in public safety in

the city, the level of crime in the black communities appears to be increasing with little
sign of abatement.

Factfinding Report of the Wisconsin Advisory Committee

Recognizing the concern of the African American community over the rising violence
and the importance of this issue for the community at large, the Wisconsin Advisory
Committee to the U.S. Commission on Civil Rights (Committee) decided to examine: (1)
whether there was an unequal level of police resources devoted to protecting the African
American community in Milwaukee from violent crime, and (2) how police resources
were engaged to control the problem.

The Committee is aware that this study does not exhaustively address the larger issue
of violence and crime victimization in the African American community. This most basic
civil right—protection of physical safety—remains unexamined.

This report is a summary of information gathered during field investigations in early
1993 and factfinding meetings on April 22 and 23, 1993, in Milwaukee, Wisconsin.
Data, material, and statements were obtained from the city of Milwaukee, the Milwaukee
Police Department (MPD), the Milwaukee Fire and Police Commission, the Milwaukee
Police Association, the League of Martin,!® several city aldermen, researchers,
neighborhood community groups, private citizens, representatives of community
organizations, and members of the community. The analysis addresses police
manpower deployment, police strategies for combating crime, diversity on the police
force, and the interaction of the police with the African American community.

When the Committee examined police and community relations in the 1970s, it

reported that the MPD was not only isolated from the community, but also uncooperative
with other agencies.

7 Ibid., p. 4.

® Milwaukee Fire and Police Commission, City of Milwaukee 1992 Public Safety Repors, 1993, executive summary.
® Ibid., p. 67.

1% The League of Martin is an association of African American police officers on the Milwaukee Police Department.

! Three aldermen, all representing predominantly black districts, appeared before the Committee. Invitations were extended to
aldermen representing the south side of Milwaukee. All declined to participate.
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Requests for information [from the Milwaukee Police Department] have come from the national
Advisory Commission on Civil Disorders, from at least one State legislative committee, from
the attorney general of Wisconsin, from Milwaukee aldermen, . . .(and) a large number of local
organizations. All have been refused by chief [Brier].!?

In contrast, in 1993, the police department and chief of police cooperated with the
Committee in this study. The MPD and the Milwaukee Fire and Police Commission
provided the Committee with information and documents on police recruitment, hiring,
training, deployment, discipline, and police strategy. Both the chief of police and the
chairman of the Milwaukee Fire and Police Commission made themselves and their staffs
available for interviews prior to the factfinding meeting. In addition, both appeared
publicly in front of the Committee and answered questions about police work in the
African American community and police efforts to combat crime.

' Report of the Wisco;

December 1972,p. 9. nsin Advisory Committee to the U.S. Commission on Civil Rights, Police Isolation and Community Needs,
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MPD’s inwardness, its isolation from the people it is committed to serve. The resndentgal
concentration of Milwaukee’s policemen is on the city’s outer fringes', away from racial
minorities. . . . [This] impedes police from relating better to inner city problems [and]
decreases the likelihood of police and minorities meeting under favorable off-duty
conditions. ”* )

The Committee further reported that the MPD, once considered a model police force,
had changed under the leadership of chief Harold A. Brier. The‘department was no
longer an innovator. Community relations efforts had been discontmued.. Requests for
information were denied and cooperation with other departments and agencies decreased.
According to the report:

The Milwaukee police department enhanced its image as a pioneer in progressive police
measures by instituting the first police aide program, bringing high school graduates into the
department on a work-study basis. This program was started in 1953. Milwau!:ee also was one
of the first to develop a community relations manual for police officers. Compiled by Inspector
Raymond A. Dahl, then director of the police training school and currently on the faculty of the
Southern Police Institute in Louisville, Kentucky, the 32 page booklet, A Guide to Understand-
ing Race and Human Relations, was distributed widely (30,000 copies) and n.mtated by other
police forces throughout the country. These developments occurred in the mid-1950s, under
the administration of chief John W. Polcyn.

By contrast, a 1969 proposal for a community relations unit called Project Communication was
voted down by members of the Professional Policeman’s Protective Association (PPPA).
Officials of the association claim that strong opposition from chief Breier was responsible for
killing the proposal. The chief’s lack of enthusiasm for a community relations unit is no secret
in Milwaukee. He has called such programs “hogwash™ and insists that every policeman is a

community relations specialist and youth specialist, these functions being part and parcel of his
police duties.

In recent times the image of the Milwaukee Police Department as police innovator has
dlsappgar.ed. The President’s 1967 Commission, unlike its predecessor the Wichersham
Commx.ssnon. failed to mention the Milwaukee Department in its 239 page task force study on
the police. Since 1963, whep the current chief, Harold Breier, was appointed, the central focus

of the department has been to Stress traditional police duties—Milwaukee for instance has a

reputation for strict enforcement against jaywalkers in the downtown area. While other
departments stregg colle

> . ge education, specialized teams for juveniles, and minority and
community relations units, these are downgraded in Milwaukee. . . .the Milwaukee Police
Departmfant has requested relatively little for such “software” as human relations training,
community relations work Or programs designed to treat special situations.

The chief’s independence on civilian control has allowed him to avoid public scrutiny of his
departr.nel.n’s Operations. Requests for information have come from the National Advisory
Commission on Civil Disorders, from at least one state legislative committee, from the attorney
general of Wl.sconsin, from Milwaukee city aldermen, not to mention a large number of black
private organizations, Ajy have been refused by the current chief.*

3 bid., p. 89.
4 bbid., pp. 6-8.



The report recommended:

»that the fire and police commission and the police department expand its
recruitment of minorities, revise its tests for the purpose of eliminating cultural
bias, and include psychological testing as part of the entrance examination,

»that the police department include racial data in its personnel records as an aid to
measuring the effectiveness of its minority recruitment program,

»that courses dealing with the role of the police in an urban culture and relevant
training in human relations be incorporated into the training curriculum of police
officers,

»that all complaints received by the police department be conveyed to the fire and

police commission for review and that the fire and police commission publicize its
complaint hearing process, and

» that a police community relations division and a civilian community advisory board
be established with units located in each district.’

In 1981 the United States Commission on Civil Rights followed with a national study
of police practices, Who Is Guarding the Guardians? The report noted that the protection
of civil rights demands the close examination of the exercise of police authority. This
scrutiny is necessary because “police officers exercise their powers with wide discretion
and under minimal supervision.”® In the preface of that report, the Commission stated
several concerns with respect to police protection of minority communities:

Past Commission reports have cited disproportionately low levels of minority employment in
municipal police departments, slower police response in ghetto areas, and selective use of force
and inadequate services in minority neighborhoods.”

The Commission reported that a serious underutilization of minorities on local police
forces impeded effective policing in minority neighborhoods.

Serious underutilization of minorities. . .in local law enforcement agencies continues to hamper
the ability of police departments to function effectively in and earn the respect of predominantly
minority neighborhoods, thereby increasing the probability of tension and violence. Police
department officials should develop and implement affirmative action plans so that ultimately
the force reflects the composition of the community it serves.®

In 1981 the fire and police commission authorized a survey of community attitudes
toward the MPD.

3 Ibid., pp. 117-27.

¢ U.S. Commission on Civil Rights, Who Is Guarding the Guardians? October 1981, p. v.
7 Ibid., p. v.

¢ Ibid., p. 153.



'_I'he survey foxfnd thz}t the majority of Milwaukee residents believed that the MPD did a good
JOb.Of controlling crime and that residents of all races and age groups were willing to call on
police for help. However, the [study] found great racial polarization between whites and

African Americans. . .on ratings of the relationship between the MPD and the African American
community; on belief that officers use more force when restrainin

1 g and arresting minority
suspects [and] on belief that the MPD treats minorities worse than whites. . . .

The survey also found substantial racial polarization within the MPD, with the majority of
African American officers rating the relationship between themselves and the Department
negatively, including dissatisfaction with promotional opportunities and assignment practices.

The [study] concluded that the most important problem currently facing the. . .[police]
department is the substantial alienation of a major portion of black Milwaukeeans from their
police department. . . . No department can hope to effectively serve the community as a whole
when a significant portion of its population is substantially alienated from it?

In 1991 Mayor John O. Norquist formed a citizen commission to “examine the
Milwaukee Police Department’s performance of service to the public, partic_ularly in the
areas of responsiveness and sensitivity to diversity within the commumty.”‘f’ The
commission heard a broad variety of views about the concerns and expect_atlons of
community members through public meetings, written testimony, and consultations with
the police and specialists. The commission reported:

Much of the testimony we have heard and read reports unacceptable behavior on the part of
police officers and sergeants. Whites living in the inner city have been told, “Don’t call us, call

a moving van,” when they report crimes. . . . Victims and witnesses of all races. . .report
examples of police officers as exacerbators of community tension and violence at scenes of
incidents, rather than as peace makers. Our police officers seem to need im-

proved. . .training. . .to treat people as individuals, not as stereotypes and to see members of
the community as allies. . .not as enemies.'!

The Community Relations Service (CRS) of the U.S. Department of Justice has
assisted police departments and communities in resolving disputes related to minority
concerns about police behavior and the use of force.’? The agency is authorized to
assist communities in resolving conflicts that threaten peaceful race relations. “Among
the causes of such disputes, none is more volatile than alleged unwarranted police use of
deadly force against minority citizens.”?

To promote the adoption of policies and practices which afford maximum protection
to police officers and citizens, the CRS revised and released in 1993, Principles of Good

? Mayor’s commission, p. 10.
1 Bxecutive summary, mayor’s commissjon, p. ii.
! bid., p. 21.

2 The Community Relations Service is an agency of the U.S. Department of Justice. It has statutory responsibilities under Federal
law to provide assistance to communities and citizens in resolving disputes, disagreements, or difficulties relating to discriminatory
practices based on race, color, or national origin (Civil Rights Act of 1964, 42 U.S.C. 3000g). The CRS utilizes the cooperation
of State, local, public, and private agencies in its work. Police~citizen conflict accounts for a major portion of the disputes to which
CRS responds.

¥ U.S. Department of Justice, Community Relations Service, Principles of Good Policing: Avolding Violence Between Police and
Qitizens, March 1993, p. iii.



Policing: Avoiding Violence Between Police and Citizens. In the report, CRS notes that

all police departments have a culture, and this culture affects the way police officers
relate and interact with the public.

The “culture” of a police department reflects what that department believes in as an
organization. These beliefs are reflected in the department’s recruiting and selection practices,
policies, and procedures. . .and ultimately in the actions of its officers in delivering services.
. . . The key question is whether that culture has been carefully developed or simply allowed
to develop without benefit of reflection or guidance. . . . It is important to recognize that the
culture of a police department, once established, is difficult to change.!*

To develop a positive culture in a police department the report recommended police
departments should:

»involve the community in the delivery of services and be accountable to the
community it serves,

»understand and acknowledge that cultural diversity is important to contemporary law
enforcement efforts, and

»have a department complaint procedure that is set forth in writing and conveyed to

the public and be open to receive complaints and willing to aggressively examine
-allegations of abuse.!®

% Ibid., p. 2.
" Ibid., pp. S, 7, and 9.
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Analysis was conducted to determine the extent that black areas of the city suffered
higher crime. Criminal activity was divided into three categories, violent crime, property
crime, and other crime. Violent crime included homicide, rape, robbery, and assault.
Property crime included burglary, theft, auto theft, and arson. Other crime “refers to
those not included in the national Uniform Crime Reporting Index, and includes both
violent crimes such as battery and property crimes such as vandalism. ™

Analysis revealed that residents in these census tracts were suffering disproportionately
high levels of violent crime. The total population in these 48 “African American” tracts
is 131,329 (21 percent of the city’s total). Yet these areas had 3,245 reported violent
crimes, 47 percent of all violent crime in the city.

In this area of the city, where over 90 percent of the residents are black, one out of
every 40 individuals is the victim of a violent crime. In the rest of the city, one of every
150 individuals is the victim of a violent crime.

There is a strong and positive statistical correlation between the black population in a
census tract and the amount of violent crime in the census tract.® A higher number of
African Americans living in a census tract is significantly associated (0 =0.76) with a
higher level of violent crime. This presents a clear relationship between being black and
being victimized by violent crime.

Statistical correlations between total crime, property crime, and black population are
also high and positive. But these correlations are similar to correlations between total
population and crime. It is the violent crime that is distinguishing the African American
community from other racial and ethnic neighborhoods. Violent crime by itself is not
associated with the population level in a neighborhood. The correlation between total

population and violent crime is virtually zero (0=0.13).6

* Nicol Padway, letter to Constance M. Davis, Apr. 29, 1994, Midwestern Regional Office, USCCR, files (hereafter cited as Padway

letter).
3 Correlation is a statistic indicating the association of two variables, i.e., how two variables move together, controlling for units of

measurement. Expressed as an expectation,
- X-p Y Y- _“z
g O, o,

© Analysis by Midwestern Regional Office, USCCR, from census population data and fire and police commission crime data.
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Earnest Lacy died in police custody while being placed in restraints. James Schoemperlin, a
white male, was beaten and seriously injured on the way home from a sporting event. And, the
1957 Daniel Bell slaying coverup was unearthed for the entire community. The department was
not responsive to requests for information and other components of the criminal justice system
complained of a lack of cooperation. The officers in the Lacy and Schoemperlin cases were not
disciplined by the department. Citizens of Milwaukee wanted and demanded accountability ®

In 1984 the Wisconsin State Legislature passed State Bill 56. That legislation limited
the tenure of local police chiefs and gave additional authority to the local fire and police
commissions. According to Mr. Padway, under the legislation:

The commission acquired the authority to establish general policies and standards for both
departments, the ability to inspect any property of the departments, including books and records,
and the authority to review the efficiency and general good conduct of the departments. The
board was also authorized to issue written directives to the respective chiefs based on the
reviews performed by the commission. The board also acquired original rulemaking authority
for both departments. After 99 years, the community, through its appointed citizen commission,

obtained the necessary assurances that the police department, whose source of authority comes
from the community, will be accountable to the community.’

Mission, Budget, and Officers

The adopted budget for the police department in 1993 was $131.9 million. This is
nearly 30 percent of the city’s entire budget. The 1993 police appropriation is a decrease
of $3.5 million from the 1992 budget of $135.4 million, but the expenditure is still
significantly higher than the expenditures of $116.9 million in 1990 and $117.1 million
in 1991.1°

In releasing the 1993 budget, Mayor John O. Norquist specifically mentions police
service as a priority. In his words, this budget “holds down taxes [and] fights crime.™!
In addition, appropriations are in the budget to “hire. . .more police officers [bringing]
the total number of police to 2,100 sworn officers. ”'?

From 1990 to 1993 there has been a 12.8 percent increase in police expenditures. The
change in real dollar expenditures,’” however, has been an increase of 3.3 percent.
During this same period, the number of sworn personnel in the MPD has increased 11.8
percent. In 1990 there were 1,820 sworn personnel. By the end of 1992, there were

2,035 police officers. Increases in the number of police have exceeded increases in real
expenditures.

* Transcript, p. 78.

* Ibid., pp. 78-9.

0 City of Milwaukee,1993 Budget, p. v.

" Ibid., p. i.

2 mid., p. ii.

13 Real dollars are expenditures adjusted for inflation, i.e.

RS = nominal$
P

where P is the price level as measured by the implicit price deflator.
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In 1990 the MPD received approximately 1 million calls on 911 and the alternate
emergency number calls, an average of more than 2,600 calls per day. In addition, over
800,000 calls were received on the nonemergency line, and many more calls were made
directly to district stations and special units. In the first 7 months of 1991, officers were
dispatched to 319,861 calls, an average of more than 1,500 per day.'®

William Ward, representing the Milwaukee Police Association, told the Committee
how the large number of calls affects police service.?? He maintained that the large
volume of calls and cutbacks in the 1980s forced the department to move from a full
service department to a prioritized response.

About 10 years ago the way service was delivered to the citizens began to change. We went
from a full service department to a prioritized response. By full service, . . .whenever a citizen
of Milwaukee called the police department no matter what their call, a theft of a bicycle, a
homicide, an armed robbery, [the department] sent a two-person squad to the home or business
to take a complaint. That was just a routine practice. . . . About that time [the department]
started experiencing manpower problems. . .so they cut from two person squads to one-person

squads in most instances and would try to get two squads to respond to a call if it was a serious
call.

There was a study done by the Milwaukee Police Department dated July 12, 1991. . . . It talks
about the utilization rate of the hours of police officers available. . . . There is a 94 percent
squad utilization rate or essentially total commitment of all available unit shift time, meaning
that 94 percent of the squads that are out there, their time is totally committed to answering
calls and they have little time to do anything else. Squad utilization reaching around 75 percent
creates very serious problems in the handling of calls for service.?!

The total manpower in the police department as of December 1992, was 2,035 sworn
police officers. The total number of officers in the districts was 1,021. Half of all
Milwaukee police officers are designated to first line service. In 1992 the police
department had the following number of officers assigned to the districts: district 1, 110;
district 2, 130; district 3, 175; district 4, 126; district 5, 169; district 6, 118; and district
7, 184.2

The districts with the largest African American population, districts 3, 5, and 7, have
the greatest number of police officers. District 7 has the most assigned officers, 184.
District 3 has the second highest number of officers with 175. District 5 has the third
highest patrol strength, 169. This greater proportion of police officers in the black
communities and this adherence to a weighted workload is in contrast to a similar study
conducted in Chicago by the Illinois Advisory Committee to the U.S. Commission on
Civil Rights. :

That study found the Chicago Police Department used a system that assigned weights
to different crime and service categories and then deployed officers based upon a

¥ Mayor’s commission, p. 8.

* The Milwaukee Police Association is the union which represents Milwaukee police officers. There is a separate union representing
supervisors in the Milwaukee Police Department

* Transcript, pp. 98 and 105. In his remarks, and the remarks of some other police officers before the Committee, Ward refers to
a “squad.” A squad is a police patrol car.

2 Milwaukee Police Department, *Equal Employment Opportunity Roster,” Mar. 4, 1993,
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district’s weighted index.? The weighted index was: 15 points for violent crimes, 10
for indexed property crimes, 8 for nonindexed crimes, and 6 for noncriminal calls for
se}’vice.” When the deployment formula of the Chicago Police Department was tested
with patrol officers the independent variable, and reported weighted crime statistics as
dependent variables. Only property crime was found to be a predictor of police
deployment in a district.?

The analysis further found that contrary to official police strategy, the number of
violent crimes did not determine the police patrol strength in a district.?* Moreover,
the correlation between the number of police assigned to a district and the total number
of crimes in a district was only moderately positive, 0.5.7

The report concluded that the Chicago Police Department was not providing the same
level of protection from violent crime to African Americans that it provides to the white
community. Police districts predominantly African American had significantly fewer
police per violent crime than other, nonblack police districts. In addition, officers in the
nonblack districts with lower crime rates had more time to handle calls and were more
readily available for immediate response to calls for service.?

Unlike Chicago, the MPD deployment formula is not specifically weighted by the
number and type of calls for service. But similar to Chicago, the deployment of police
officers in the city is weighted by the amount of service required of the department. As
such, general crime and violent crime is embedded in a district’s individual allocation
factor as is that district’s proportion of the total allocation factor.

For instance, criterion B represents the percentage of priority one and two calls for
service received by a district. “The priority given to an assignment reflects the urgency
of the situation and the need for an immediate response. Consequently, a gas leak,
explosion, or personal injury traffic accident requires a priority on response even though
a violent criminal act is not involved. At the same time, a violent crime such as a
battery, which occurred days earlier, no longer requires an immediate response and is
designated priority three,”®

Three of the five criteria, B, C, and D, are related to criminal activity in a district.
As mentioned above, criterion B is the percentage of priority one and two calls for
service received by a district. Criterion C is the percentage of offense reports filed by
each of the districts. Criterion D is the percentage of part one offense reports filed by
a district.

The composite allocation factor for a district is the average percentage of all five
individual criteria. In this manner, the MPD weights its patrol deployment to give more
police officers to districts with higher service needs and higher levels of violence.

B Report of the Illinois Advisory Commission to the U.S. Commission on Civil Rights, Police Protection of the African American
Commumity in Chicago, September 1993,

 Ibid., p. 6.

2 Ibid., pp. 17-21.

* Ibid., p. 21.

¥ Ibid.

= Ihid., p. 39.

% Arreola letter, appendix A, note 4.
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southwest side. Many nights we have no squads in our area at all, no assigned
squad, because it has been taken out of the area.?’

Fredrick Gordon, alderman for the 7th district®® in Milwa. ‘ee, stated that the police

department, under the direction of Chief Arreola, is doing a better job in serving the
black community.

The 7th precinct and the 3rd precinct in the city of Milwaukee encompass the area that I
represent. . . . I think Chief Arreola and his staff and the department as a whole have done an

exemplary J°b since he has arrived in terms of at least addressing or attempting to address some
of [the] concerns [of the community].>®

As of December 1990, there were 37 neighborhood foot patrol areas in Milwaukee and
at least four in each district. Most are patrolled during afternoon and evening hours.
The foot patrol areas are selected on the criteria of: (1) high crime rate, (2) high
population density, (3) high population of juveniles, and (4) existence of community-
based organizations. In addition, throughout the city, squad car officers “park and walk”
when sergeants determine that time is available, and the Common Council has made this
a part of the department’s performance measures.*

The daily foot patrol in September 1992 for districts 3, 5, and 7 is in appendix VI.
The exact locations of the foot patrols in the districts were not ascertained. On an
average daily basis, there are 6.7 foot patrols in district 3, 4.7 foot patrols in district 5,
and 4.9 foot patrols in district 7. Eliminating Sundays from the analysis, a day on which
there are usually no foot patrols, on average there were 7.5 daily foot patrols in district
3, and 5.5 daily foot patrols in districts 5 and 7.4

Policing Strategy and the African American Community

Chief Arreola stated that crime is a multifaceted issue and that fighting crime involves
the coordination of all of society’s institutions, not just the police department. He
mentioned that the entire nation is suffering an epidemic of violence. The problem is so
deep that the medical associations are now beginning to view it as a disease. He also
recognized the particular plight of African Americans caught in the midst of this violence.

Crime is a multifaceted issue that affects the city of Milwaukee [and] every city, every urban
area in the United States. And it is certainly an issue that affects far more than just one
component of the criminal justice system; that is, the police. It affects many entities and other
institutions. . . . There is no doubt that we as a nation are suffering in an epidemic of violence
8o deep that the medical associations are now beginning to view it as a disease.

For example, the [national] homicide rate among black males age 15 to 24 rose by two-thirds
in the last 5 years. . . . The Center for Disease Control listed a number of contributing factors

% Transcript, p. 131.

38 The Tth aldermanic district on the city’s north side is racially mixed.

® Transcript, p. 117.

4 Mayor’s commission, p. 14.

“ Milwaukee Police Department data (provided in response to a request of the Wisconsin Advisory Commitiee).
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[to violent homicides]; natﬁely, immediate access to firearms, alcohol and substance abuse, drug
trafficking, poverty, racial discrimination, and cultural acceptance of violent behavior.

Look again at those factors of violence, firearms, alcohol [and] drug abuse, poverty, racial
discrimination, cultural acceptance of violence. Are all of these factors solely the purview of

the police? Obviously not, . . .but the police officer is being asked to address every societal
i«

Chief Arreola said that the public often has a misperception of the nature of police
work. That may arise because the role played by the police in the criminal justice system
is misunderstood.

Perception is reality [and] we [do] need to deal with that [when] looking at the equity of service.

We try to provide a service where it is needed and if crime is highest in the inner city or in any

area, that is where we are. . . . It does us no good, for instance, to hold people in reserve

where nothing is happening. . .to the extent that other areas of the city. . .literally go without
. service, ¥

Stan Stojkovic, associate professor of criminal justice at the University of Wisconsin-
Milwaukee, said that the effective delivery of police resources to minority communities
involves three basic issues: (1) controlling crime without harassing the citizenry, (2)
developing a strategic plan for the allocation of resources, and (3) learning the
community concerns.

Anyone who has been in this community for at least 20 years knows the drastic change in the
delivery of police services and the commitment. . .by the current chief [Arreola] to try to deal
with these issues. . . . I think the police chief of Milwaukee [has acted to] develop a strategic
plan that tells us where you are allocating your resources, what is your rationale. . . . I am
working with the police chief at the present time to try to create a research scheme whereby the
distribution of complaints. . . . This is long term research, it is ongoing research that is served
as a feedback device in the department so they can generate accurate and appropriate policy.
. « . This is the only police chief that has said this is a good idea*

Chief Arreola listed six specific policing strategies designed to protect the African
American community in Milwaukee. They included:
» specific community programs,
»priority service,
» interdistrict dispatching,
»block clubs,
» community-oriented policing, and
» community relations.

€ Transcript, pp. 9-11 and 13.
“ bid., p. 52.
“ Ibid., pp. 107, 108, 113-14.
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Specific Community Programs

The chief mentioned the police programs, DARE and GREAT, and provided
information about the RAGE program. The DARE program is a youth antidrug program.
GREAT and RAGE are antigang programs.

The DARE [Drug Abatement and Removal Effort] program involves uniformed police officers
going into the elementary schools. [They] provide 17 weeks of training to youngsters to say
no to drug abuse; providing them with the skills and the wherewithal to be able to cope with the
threat and temptation of becoming involved in chemical abuse. . . . We have 11 officers
assigned full time to the DARE program. The GREAT program [Gang Resistant Education and
Training] took two officers who were DARE officers [and] sent them off for additional training.
[They] provide training for seventh and eighth graders to say no to involvement in gangs and

the violence contained therein. . . . We are going to two schools in the city, one which is on
the south side. . .and [one] on the north side.*’

RAGE, Remove Area Gang Environments, is an attempt to redirect neighborhood
youth activity away from gang affiliation and towards positive social involvement. The
effort tries to develop a total community effort, i.e., neighborhood residents, schools, law

enforcement, in determining specific courses of action, activities, resources, and funding
needed to implement an antigang strategy.

Priority Service and Interdistrict D:spatchmg

The police department prioritizes incoming calls on a four tier basis. Priority 1
situations are emergency situations involving life or death. Priority 2 dispatches are
situations such as property crimes in progress or Just completed crimes with a high
probability of apprehending the suspect.

In priority 3 situations there is a completed crime and the preservation of evidence is
not urgent. Priority 4 calls are situations that are less urgent and noncriminal, such as
landlord-tenant disputes. For priority 1 calls, dispatch should be made within 5 minutes;
for priority 2 calls, dispatch should be within 20 minutes; for priority 3 calls, dispatch
should be within the hour if possible; and for priority 4 calls, dispatch may be delayed
for several hours.*

Priority dispatching and interdistrict dispatching are related strategies in the MPD.
Interdistrict dispatching is a policing strategy that calls on a squad assigned to a district
to attend to a situation in another district. Existing dispatch procedures of the
communications division specify that interdistrict be restricted to priority 1 and priority

2 calls for service, with limited, justifiable use for priority 3 calls. Police department
order 10261, dated May 7, 1990, reads:

Radio dispatchers shall preempt patrol units on Priority Three (3) and Priority Four (4) calls
when necessary to promptly service Priority Emergency, Priority One (1), or Priority Two (2)
calls. . . . When no patrol units are available in a given district to service Priority One (1),

“ Ibid., pp. 17-18.
“ Summary of policy review committee meeting, Milwaukee Fire and Police Commission, Mar. 15, 1993.
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Priority Two (2), or Priority (3) calls within the prescribed time constraints, patrol units from
other districts shall be dispatched to service these calls.*’

Some members of the public asserted that the use of interdistrict dispatching deprived
white neighborhoods of adequate police protection. Glenn Frankovis, an 18-year police
veteran of the MPD, related, “Regarding the subject of interdistrict dispatching, keep one
thing in mind. Criminals are opportunists. When you deplete one area of protection in
any way, you create a greater opportunity for criminal conduct.”4®

Representatives from the Southside Organizing Committee (SOC), a community group
concerned about crime and deterioration in neighborhoods on the city’s south side,
maintain that interdistrict dispatching causes a disproportionate allocation of police

resources.*’ Betty Grinker, an officer of SOC, said:

We learned that police squads were being regularly withdrawn from our neighborhoods through
the practice of interdistrict dispatching. In other words, police squads that were assigned to our
southside districts, 2 and 6, were being called out of the district to respond to calls elsewhere

in the city. . . .

We went to the Milwaukee Police Association which confirmed for us fhat interdistx:ict
dispatching was indeed occurring and that it had become so prevalent, sometimes, that police
district 6 or the southside on one occasion had been left with just one patrol squ.ad. . .. The
real problem we saw in interdistrict dispatching was it was taking P°h:°° p.rot:;:tlon from our
neighborhoods which were being provided less police resources to begin with.

Ms. Grinker also alleged that crime was rising faster on the southside than in any other
part of the city:

Since the fire and police commission began issuing city crime reports in 1983, total reported
crime on the southside has increased 50 percent faster than the city average. For nearly every
crime category, the rate of increase on the south side has outraced the city average. . . . The
only crime that has not increased as fast on the south side is homicide."!

The topic of interdistrict dispatching has been a public concern. Alderwoman Annette
Scherbert, a representative of the city’s 11th district located on the south side, has alleged
that during the 2 months of May and June 1992, 288 squads left the 6th district
responding to calls in the 3rd, 5th, or 7th districts on the city’s north side. Ms.
Scherbert said, “There were times when there were no squads patrolling my district. »52

Grinker obtained from the police department the number of interdistrict dispatches for
September 1992 from the south side districts by priority. These assignments were as

follows:>3

47 Police department order 10261, MPD, May 7, 1990.

4* Transcript, p. 465.

# The African American population in the target area served by the Southside Organizing Committee is about 2 percent.

* Transcript, pp. 387-88.

 Ibid., pp. 389-90.

% <Committee points to Arreola’s *credibility gap’,” Community News, Sept. 6, 1992, p. 1.

3 Exhibit presented to the Wisconsin Advisory Committee, USCCR, from Betty Grinker at factfinding meeting, Apr. 23, 1992,

Milwaukes, WI.
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Pl P2 P3 P Total
District 2 7 13 8 29

4

1
District 6 6 10 8 0 24
Total city 28 67 50 3 148

The data show that the two south side police districts, 2 and 6, did almost half of
priority 1 interdistrict dispatches. The two districts accounted for approximately one-
third of priority 2, 3, and 4 dispatches. Given that police districts 2 and 6 are
approximately one-third of the police districts, the districts’ proportion of priority 2, 3,
and 4 interdistrict dispatching is proportionate to the rest of the city.

At the request of the fire and police commission, the MPD examined interdistrict
dispatching for the month of September 1992. The report stated that there were 9,840
total squad hours worked in district 2, and 9,120 squad hours worked in district 6. The
total district 2 squad hours worked out of district were 392 (3 percent); the total district
6 squad hours worked out of district were 641 (7 percent). The two districts combined
had 5 percent of total squad hours worked out of district.* The report further showed:

Statistics indicate that response times for priority 3 and priority 4 dispatches are superior for
south-side calls, as compared to north-side calls.

Statistics indicate that south-side squads currently expend 0.9 percent of their duty time
responding to north-side priority 3 and 4 calls. This data specifies [that] an average of 3.5
district 2 and 6 squads per 24-hour day are dispatched to north-side assignments.

There has been a gradual abatement of the utilization of south-side squad units to the north-side
of the City. . ..

Finally [the] investigation was unable to find any days when all the squads were sent out of
districts 2 or 6, or when just one patrol car was left in district 6.5

Block Ciubs and Community Policing
Block clubs work on crime prevention at the grassroots level by organizing
neighborhoods to watch and report crime and suspicious activities. Block clubs

coordinate their efforts with police district crime prevention officers. Arreola told the
Committee:

We have over 2,000 block watch clubs in this city. Block watches are neighborhood watches
whereby we develop this partnership with our citizenry to prevent crime before it occurs [and]

to intelligently make our citizens aware of the kinds of precautions that they can make to
develop a network and restabilize the community.5¢

The mayor’s commission discussed community-oriented policing in its report. It
defined community-oriented policing as a philosophy that broadens the focus of police
accountability and stresses community involvement in combating crime and disorder.

3 Survey of Inter-District Dispatching for the Month of September 1992, Milwaukee Police Department, Jan. 29, 1993.
¥ Ibid.

% Transcript, p. 32.
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'}'he comm1ss‘ion sqp.ported the idea of community policing and encouraged the MPD to
implement this policing strategy.

The purpose of community policing is to meet the needs of the community, as
determined jointly by police and members of the community. It is a proact’ive
decentralized approach that involves the same officer in the same community on a long:
term basis, building trust and cooperation with residents and businesses. Ultimately
community policing empowers the police officer and the community. 5’ ’

There are three community policing projects in Milwaukee. One is Metcalfe Park, an
area that is predominantly populated by African American citizens. It is bounded’ by
West Center Street, North 27th Street, West North Street, and North 38th Street. The
Metcalfe Park community policing project involves block watch groups, local churches
and other social, business, and government entities located in the area.*® Chief Arreol:’a

described the accomplishments of the project:

In this program the development of the relationship with the community paid some important
dividends. In the last 2 years, in this particular area, we have experienced some dramatic

declines in the crime rate. . . .

. . [There is a] reduction in robbery,

Overall, you are looking at a 1 percent [decline]. .
a reduction in burglaries.

reduction in sexual assaults, a reduction in homicides,

I am not going to tout this as a major success. This is an ongoing project and it is a
development program so that [the department] can continue to work not only at reacting, but
somehow working behind the scenes with our community.

Officers from the Milwaukee Police Department are coming down to see how they can re-
solve. . .complaints, to become more involved, and that is what community policing is all
about. It goes. . .to working with the citizens to resolve this conflict [or] to resolve that

problem.*

Community Relations
Father Albert DiUlio, president of Marquette University and chairman of the mayor’s

commission, stated that relations between the police and the community have improved
markedly in recent years. In his opinion, two things have impelled this process: (1) a
streamlined complaint procedure, and (2) greater accessibility of the police. He

commented:

The [mayor’s] commission recommended much of actually what was going on in a lot of areas
and has continued to go on in a much broader scale. [One] is [that] the complaint procedure
be simplified and accessible. The second thing, far more important, was the accessibility of
police officers in the neighborhood. . . . The fact that the captains of each district are available
in the neighborhood every month within the district for just informal discussion, even if it is not
used, the fact that it is available, does a great deal [of good].*

¥ Mayor’s commission, pp. 13-14.
% The other community policing projects are Avenues West and the Harambe Project.

® Transcript, pp. 33-34.
% bid., p. 73.
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In addition, Chief Arreola said that at his direction a public information office has
been established with police officials available to the press on a 16-hour basis to provide
information from the department to the public. There have also been two symposiums
at Marquette University for the press and the police so that the two entities could reach
a cooperative understanding.

Finally, there are community service offices in each district, where citizens can come
and discuss community concerns. Staffing and hours vary among the districts. Table
3-5 lists the schedules of the community service offices. Districts 3 and 5 both have
three sites for the community service offices, the most sites among all the districts. In
addition, among the residential districts, district 5 has the greatest number of actual
police hours devoted to community service.%

District 1 has the most houm devo‘ed to cemmumty service. Mon o‘ thl' tlme, howevel‘, 18 dedlcawd to m‘[lng the recruitment
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Rev. Albert DiUlio was quoted publicly, stating that the reality of racial bias among
some Milwaukee police officers seems beyond question.? Responding to reporters’
questions on the mayor’s police-community relations commission, he said:

Many witnesses [before the commission] perceive that they or their group are singled out
routinely for mistreatment and selective enforcement. That these perceptions bear considerable
truth and reality seems beyond question.*

Jeannetta Robinson, president of Career Youth Development, related personal incidents
of police rudeness and lack of cooperation.® She said that, although there are and have
been many fine officers in the department, her negative experiences with the police were
not untypical in the black community.

I do not want to just talk about the bad. People only will emphasize the bad. There are many
fine white police officers [and] police officers of all colors that have always been good and
always did good. But there are those who are still there and who. . .do not relate to African

Americans as people.

3 The events leading to the formation of the mayor’s commission on police-<community relations is set out in its report:

On Iuly' 22, 1991, Milwaukee and the nation were shocked and horrified by the discovery of a serial killer in [the City]. A
distraught man with a handcuffon his wrist flagged down a police car and reported that he had been attacked. The officers
accompanied him to the spartment where the attack had allegedly occurred, noticed an offensive odor, and on investigation
found human body parts and photographic evidence of mutilation. Jeffrey Dahmer, the 31-year-old white man who lived in
the apartment, subsequently confessed to 17 homicides.

On July 28, it was learned that two months prior to Dahmer’s arrest, the Milwaukee police department had been called to
an incident involving Dahmer and Konerak Sinthasomphone, a 14-year-old Laotian boy, brother of the boy for whose sexual
assault Dahmer had served ten months in the House of Correction and was still on probation. That incident occurred on May
27 at approximately 2 a.m., when two squad cars responded to reports of a naked young man on the street near Dahmer’s
spartment. . . . The officers escorted Dahmer and Sinthasomphone to Dahmer’s apartment, where they noticed an offensive
odor but attributed it to a bowel movement and made no further investigation. . . . Dahmer has since confessed to killing
Sinthasomphone shortly after the officers left.

On July 26, chief Arreola suspended with pay the three officers involved in the incident, pending investigation by the MPD.
‘The Milwaukee Police Association, the police union, stated that the suspensions were a form of prejudgment. The union
polled its membership for a vote of “no confidence” in chief Arreola.

On August 1, chief Arreola released tapes relating to the May 27 call to 911. The tape began with a woman calling to report
a naked young man on the street. This was followed on the tape by squad officers laughing as they reported back to the
dispatcher. . . . [The caller] persisted in asking about “the child®, and was told repeatedly that he was an adult and everything
was alright.

On August 6, Mayor John O. Norquist announced the formation of a citizen commission on police-community relations.
Mayor Norquist asked the citizen commission to “examine the Milwaukee Police Department’s performance of service to the
public, particularly in the areas of responsiveness and sensitivity to diversity with the community. (1991 Mayor’s
Commission, p. 1.)

On July 31, 1991, the Wisconsin Advisory Committee issued a statement calling for local and State officials to investigate the
civil rights aspects of the Dahmer case. One of the specific topics recommended for investigation by the Committee was: “To what
extent, if any, did the race. . .of the alleged perpetrator or victims affect the response of the police?” (See appendix IX.)

4 Lisa Holewa, “Bias Seen Among Milwaukee Cops,” Chicago Sun Times, Oct. 16, 1991, p. 5.
% Career Youth Development is an organization located on the north side of Milwaukee engaged in the rehabilitation of juvenile
offenders. The organization works cooperatively with the Milwaukee Police Department in several programs.
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[My organization] gives toys to [children] Santa Claus forgets. Because we work with gang
kids, most [of them] never receive anything for Christmas, no love, no support. We served
5,000 peopie last year. . .so they could experience love, so they would not become gang
members. I had $600 in my pocket book to buy the kids toys and clothes. Usually when I get
out of my car in my home, I live in the highest crime rate area, people usually help me; they
know I have asthma. A young lady came up to me and said, “Ms. Robinson, may I help you?”

Well, when she got up on me she snatched my purse with the $600. Well, I had to call the

police. Two policemen come in who do not recognize who I am, however, that should not have
made a difference-[and] they were very nasty and rude to me.

They asked me to recount the crime and I am telling them, “the lady is running that way and
if you just go down that way you can catch her and then we can go through all of that.” [The

police officer] said, “Show me what she did.” Itold him. And he said, “Show me again what
she did.” So I touched his arm [to show him].

He snatched away [and] pulled out his gun. He said, “Don’t you do that. You can get killed
like that.” I looked at him and found he was very serious. He was probably frightened to
death, so he pulled a gun on me. I [was] an innocent person, [who] called on him for protection
[because] my purse had been stolen, and he pulled a gun on me while the criminal got away.®

I have had my car stolen and could not get any help. I went from station to station, again to
be treated like a criminal. [I] had to go out and find my own car. And then after I went into
a very [heavy] drug area where they had stolen it and the drug people had it and were stripping
it, I called [the police] and. . .could not get them to come.

So that is the ugly. But those things can be worked out and are not a reflection on the present
[police] administration, because the present administration is trying to work these things out.
But you do need to know that in spite of the fact that we have a wonderful police chief and he
has put together a wonderful administration and many programs, there are still many divisive

things going on, because the old regime of police officers who actively practiced racism [still]
go out [and police] in the community.’

Police Interaction with the African American Community

In reporting to the mayor, the mayor’s commission on police-community relations
made recommendations in five broad areas: community-oriented policing, police officer
training, personnel management, citizen complaints against police officers, and the fire
and police commission. In its general recommendations under personnel management,
the commission was unambiguous about stating that the command staff has ultimate
responsibility for the behavior of police officers. It further recommended that the

department take steps to insure supervisors at all levels be held accountable for the
actions of their subordinates.

¢ Transcript, pp. 246-48.

7 Ibid., pp. 252-53. Later in her testimony, Ms. Robertson spoke further of recent attitude changes among police officers. Referring
to the theft of the $600: “The police union also had heard over the [dispatch] that my purse had been snatched. And in less than

24 hours the policemen had taken up a collection of $600. . . . The difference between the old system and [the new] is that [in the
past] nobody would have cared.” (Transcript, p. 272.)
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The Department must institute policies and procedures to make supervisors at all levels
accountable for reinforcing department values in those they supervise. Command staff must
take ultimate responsibility for the behavior of officers in our community 2

Reverend DiUlio noted that the perception of lower quality of police service in the
African American community may be rooted in two factors. On one hand, there is a
residual feeling in the black community of lower standards of service stemming from a
history of disparate treatment by the police department. On the other hand, there is also
a sense of frustration with the increasing violence in the community and a feeling the
police are not doing all they can to stop it.

I suspect the perception [that the quality of service is different in the African American
community] stems very much out of an historical feeling that such has been the case for a long
time. . . . And I think that this perception existed then and continues to exist. . . . I think some
of that may go back to a long history of the department, at least until the 1980s, [having a)]
racial distribution [that] was not broad. It has become much more so, and that takes a long time
to work it’s way into community structures and into the community psyche.

You [also] have added criminal activity in certain parts of the city a1.1d. . .people‘do not feel
comfortable that they are being protected . . . . Also there is a considerable stratification by
social, economic status. And poor areas of the community tend regularly to feel less well

served.’?

Several individuals told the Committee of a perception in the African American
community that the police would do little to help them. Marvin Pratt, alderman of the
1st district for the city of Milwaukee, related that a common attitude in the black
community is that the police are only there to prosecute. '

There is a constant feeling of the policeman not being there to assist you, but being there to
prosecute you. And we have been dragged through the water because we had the nerve to talk
to other dissenting groups of individuals. . .about how we could collaborate to make this a
better neighborhood.'!

Testimony indicated that most police officers are courteous and helpful when dealing
with members of the African American community. However, it also appeared that there
are substantial numbers of occasions when police officers are overtly rude and
uncooperative with members of the African American community.

Wesley Scott, member of the Metropolitan Milwaukee Association of Commerce and
a member of the mayor’s commission on police-community relations, related that the
mayor’s commission heard numerous allegations of police abuse.

Indignities. That came up often in terms of the hearings and we listened. . .how individuals
were humiliated, demeaned. These were the kinds of stories that we heard. . . . . This
harassment, particularly in terms of gays and lesbians, was pointed out repeatedly. Profanity

® Mayor’s Commission, p. iii.

? Transcript, pp. 70-71.

19 District 1 on the city’s north side is more than 90 percent African American.
! Transcript, p. 451.
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in terms of being on the scene and as. . .related to victims, not the criminals, but profane and
vulgar language relating to the victims themselves.!?

Dr. Stojkovic supported Mr. Scott’s recollection of testimony before the me_xyor’s
commission on police-community relations concerning police decorum, and added that

another theme that emerged from the minority communities was that the police often did
little to help.

As a commissioner of the blue ribbon commission a few years ago in Milwaukee, this was a
common current theme expressed by people who came to the public hearing that they believed

response time was slow, they believed that there was not enough done, and that civility was an
issue.!?

Shirley Warren, representing the Milwaukee Urban League and a neighborhood block
watch coordinator in police district 7, told about her experiences with police insensitivity.

When I call the police and ask them to come out because I have a need for their service. . .they
come in and they are either very impatient. . . . This is a complaint that I hear from almost
everyone that has called the police. . . . How the police handle the people [in the African
American community] is tremendously different from other communities. And this is
particularly true in one of the areas where it is a changing community. . . . The police kind of
see that as a people of color and when they come they just handle them very crassly.'?

Mr. Hall maintained that this disrespect for the African American community flows
in part from individuals in the community, unfortunately including some elected officials,
who make statements perceived as hostile relative to the right of African Americans to
expect fair and respectful treatment from the police.

Rev. LeHavre Buck, executive director of Harambe Ombudsman Project,'* main-
tained that rudeness by police officers to African Americans is routine. He also alleged

that these practices have not changed as a result of new leadership at the police
department:

Regardless of your age, whether you are a young African American male or an old African
American male, you are treated with no respect from the police department. . . . We took a
survey of 91 people over this week and found that out of that percentage 37 percent of those

people indicated that the police acted rude or aggressive and that means 67 percent were very
kind.'®

[This] is business as usual, business as usual regardless of who is at the top. The people on the

bottom are still doing what they did before. And the only way you are going to change that is
to take some names and [discipline] the ranks.!?

12 thid., pp. 260-61.

' Ibid., p. 115-16.

" Ibid., pp. 420-21.

'3 The Harambe Ombudsman Project is a community-based organization of African Americans with programs for drug treatment,
housing rehabilitation, foster care, and job placement.

!¢ Transcript, p. 425-26.

" Ibid., p. 456-57.
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Ms. Warren and Mr. Hall supported Reverend Buck’s allegation that things have
changed little in terms of civility despite the new administration. Hall remarked that
there remain in the department a number of officers “who view certain matters within the
minority communities as trivial and not to be taken as seriously [as those in the white

community].”'® Warren stated:

I have experienced captains at three departments [and] all I know is people underneath them
undermine them all the time. . . . Even though we have African American captains, [my
complaints] get passed around. So even though the captain is saying [one thing] at bis roll ca]]

and all of that, they still [act the same as always].'®

Ms. Robinson also said that there were police officers in the department undermining
attempts of the new administration to serve African Americans and improve the

relationship between the department and the black community.

In spite of the fact that we have a wonderful police chief [Arreola] and he has put together 5
wonderful administration and many programs, . . . there are many divisive things going on
whereas the old regime of police officers practice racism actively. . . . [Some of these police
officers] pick on people who they know are unlearned, and this is divisive !)ecause people in the
community begin to think what the chief who is trying to do what is right is not. [There is] too
much leftover Breier people who are still carrying out that old regime.?

Einar Tangen, a staff participant of the mayor’s commission on police-community
relations, stated that the Dahmer incident is an example of the police culture that exists

in Milwaukee.

It bothers me that the Dahmer incident has become a focal point [for studying police-community
relations] because it really should not be the focal point. In fact I think it is an example. You
should look at the outburst of that and say what does it say about the corporate culture of the

Milwaukee police department.?!

Alderman Butler agreed with Mr. Tangen and asserted that racism is still an integral
part of the MPD. He served 27 years on the Milwaukee police department, and served
during the Breier era and into the Arreola era. He related that when he was recently
asked by a gentleman that came to his office last month if racism still existed on the
police department, he replied there was racism in 1966 and it is just as prevalent today
as it was then as far as he was concerned.

Hall said that the city, the African American community, and the police are in a period
of transition. There are efforts with the new police administration to give better service
to the African American community. But prior to the present chief, the police were
perceived as overtly hostile to the black community, and this perception was abetted by

reported comments of former Chief Breier.

* bid., p. 237.
 Ibid., p. 456.
 Ibid., pp. 252-53.
 Ibid., p. 311.
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The city of Milwaukee is emerging from an era during which the minority communities,
particularly the African American community, perceived itself as and, in fact, was to a
considerable degree faced with a blatantly hostile police department. . . . I personally recall an
instance in connection with some research that I was doing for the chapter 220 student transfer
program, whereby students from the central city could transfer to suburban communities and
to communities within the city that were predominantly white. Former Chief Breier said he was
opposed to [the program] because this means just transporting crime out to white areas.?

Others who appeared before the Committee testified that the police were helpful and

cooperative. John Fuchs, an attorney in private practice with experience representing
police officers, noted:

It is very difficult for an officer to spend many years in inner-city areas. . .to break up bar
fights by guys that are an inch away from playing in the NFL, to pull a kid out of a burning
building after the fire department has already decided they are not going in anymore, to do all
of that sort of thing and then to be called a racist. . . . Please do not base findings on any

erroneous assumptions, particularly that other than members of the human race can provide
protection and good services to any part of the city.?

Sgt. Frankovis maintained that he and other police officers do not treat any complaint
as a trivial matters, telling the Committee that as a police officer he does not tell someone
that their complaint is insignificant because there is something more serious happening

somewhere else. He stated that people in every community of the city wanted police
service and that the police should try to be giving it to them.

Dr. Palermo, who worked as a psychiatric consultant to the City of Milwaukee, said

that in his work experience in the jails he has only encountered empathetic and good
police officers.

I do see a great number of black officers, police officers who are capable, who have empathy,
who are good and who I would say are well trained and relate to the black inmates quite well.

At the same time, I also have to say that there are many white officers that are empathetic and
they are relating to the inmates well.**

Several presenters urged more sensitivity training for police officers. Alderman
Gordon agreed that more sensitivity training is needed for police officers.
There is attitudinal responses by police officers when they arrive on the site, and that is
something that has always been a problem with the [African American] community. I think
those are the kinds of things that the department can deal with in terms of sensitizing officers
as a part of their training how to respond. . . . That is the kind of thing that people who live
in that area have a real concern about. They see it as being analogous to any hard core criminal
situation that a police officer may take as not being very important. They see it as being

critical. So, when the calls come in, one of the first things that officers generally do is [tell
them] “call your alderman.”*

2 Ibid., pp. 233-34.
» Ibid., pp. 293-94.
* Ibid., pp. 187-88.
 [hid., p 118-19.
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Dwight Welch, a Milwaukee police officer who trains police recruits at the police
academy, said there is a need for police officers to learn about relating to the different
parts of the community. The problem is that such issues are often left uncovered in
training due to time constraints and the feeling by some that the topic is of secondary

importance.

We are talking about relationships with the community and that is part of the problem. Because
it is not in our training. Just the other day when we were at the academy, one of the issues we
were supposed to discuss was sexual harassment. The instructor who is giving the overview of
what we are going to be discussing says we are going to be discussing riot control. On yes and
we are supposed to talk about sexual harassment. Sexual harassment is not good, and if we
have time we will cover it. If we have time. And it was never covered. But if you check our

training force, we probably have. Is that training™®

Ms. Robinson agreed that more cultural training is needed by the police. But she
added that the present administration is working with her organization to provide such

training.
I think the most horrendous thing that happens in the African American communities across the

State is that victims are treated as if they are the criminals. They are spo}cen to that way, and
then they act that way. So we must retrain our officers to treat people differently.?’

[After the Dahmer incident] I presented a proposal [to the chief]. I said we don’t want any
money, we just want the recruits to come through so we can share and they.can s.hare with ug
how they feel. We can get to know each other. . . . After that the police did enact [the
proposal] and right now at our place every recruit comes through our place. We have a group
of 30 to 40 recruits for two days. Each one spends 2 days at our place.”

The mayor’s commission on police-community relations addressed the issue of
appreciating diversity. The report, submitted to the Committee by Reverend DiUlio,
made a specific recommendation that diversity training be a specific focus of the

department.

The content of recruit training and in-service training must clearly reflect the. . .goal of

appreciating diversity. Officers must be trained in the practical topics of their profession, but
they must also be trained in styles of behavior which respect all people as individuals. The use
of stereotyped examples in training promotes thinking in stereotypes. The duty of police
officers is not to be moral judges, but to uphold the law and to provide protection and service

to all.?®

Response Time
The mayor’s commission on police-community relations called for the implementation

of community-oriented policing. The goal of community-oriented policing is to bring
increased community resources to bear on the task of ensuring public safety. Traditional-

* Ibid., p. 361-62.
7 Ibid., p. 246.

 Ibhid., p. 275.

* Mayor’s Commission, p. 22.

38


https://differently.27



mailto:1!4trl�.t)t��=iii:=i:i:i:i:ii:i::i:t::iiii~h:Wrrf:ttt:r::r:t:tt:t�t�tt::::@mr::=+t=t:::t:::J:@.t1.i

time for priority 1 calls was 8.2 seconds. Excluding district 1, primarily the downtown
commercial district, the average response time for the six residential districts in the city
of Milwaukee is 8.6 seconds. ‘

The three police districts that are predominantly black, 3, 5, and 7, had response times
similar to the other districts. District 3 response time was equal to the median average;
district 5 was below average; district 7 was higher than average. None of the district
response times were significantly different from the median average.3?

The median average response time for priority 2 calls was 10.9 seconds. Excluding
district 1, the average response time for the six residential districts was 11.23 seconds.
District 3 and district 7 average response times were above the average; district 5
response time was below the average; response times for districts 3 and 7 were

significantly higher than the median average.
Mr. Ward said that a 1991 study in Milwaukee showed that responding to calls uses

virtually all of a police officer’s time:

Of the number of hours of patrol time available, 94 percent of that time is committed to
answering calls. There is very little other time to patrol neighborhoods and respond to other

types of less serious types of calls.>

Still, the perception among many of those testifying was that police response was slow
in minority communities. Mr. Ward, himself, acknowledged this:

I guess there is a problem with perception as to how certain people in the community are
treated. I look at things that I have read in the paper where there is a beer party at the
university on the east side and several hundred people were arrested; they found resources to
respond to those calls. Yet when other citizens call with problems around their neighborhood,
there is little or no response in many cases, or it is downgraded to a less severe problem.?$

Alderman Pratt and NAACP president Chaney attested to slow police response in the
black community. Mr. Pratt stated:

If you would ask me what is the major complaint from my constituents relative to the police
department, it is poor response time, poor response time. Have I experienced that? Yes, I have.
Because I had a burglary in 1988 and I remember it took at least an hour for the police
department to respond. I remember saying [to my wife], “I don’t want to use this alderman
Pratt stuff, I just want to see how they respond to everybody else.” Finally my wife said, “You
have to call them and make sure they get here.” So finally, after 45 minutes I said, “This is

alderman Pratt, someone broke into my house.” It took about 15 minutes then 3¢

Mr. Chaney asserted that the police only respond quickly to shootings in the black
community. Everything else is ignored.

% The standard deviatioi for the priority 1 calls for the six residential districts is 0.99. Testing the differences between means yields:

z=-1.75 for district 5, and z=1 for district 7.
* The standard deviation for priority 2 calls for the six residential districts is 1.2. Testing the differences between means yields: z=4

for district 3, and z=2 for district 7.

 Transcript, pp. 135-36.
* Ibid., pp. 103-04.

% Ibid., p. 433.



Like the gentleman [Ward] said, if they [the minority community] have a crisis and they need

a policeman, if they talk about a shooting someplace, police show up. If it is anything else,
they say [the police] don’t come.?’

June Perry, executive director of New Concept Self Development Center, related that
no response to calls for police assistance is often her professional experience.’

Many of the women in our community are in very vulnerable situations, and the only people that
they feel can protect them are the policemen. Oftentimes there is no response. . . . The women
are trapped and they are waiting on policemen to come and either take away the perpetrator or

remove them to a situation where they are safe. And sometimes they sit [and wait] and [the
police] never get there.*

Ramon Wagner, founder and director of Community Advocates, explained that those
with cultural capital get police service. Those who can relate to whatever the mainstream
culture is, can communicate better, and get a response.

Police protection really comes down to a question of access to the bureaucracy. Low income
neighborhoods, and we can translate that into black neighborhoods, historically have difficulty
in accessing institutions and bureaucracies that they need to maintain their security. . . . [An
effective strategy to neutralize this difficulty] is for the leadership in the bureaucracy to
commission people at the bottom level to use their ability to communicate. . .create the kind of

freedom where people see their mission as relating to people instead of carrying out the
authority of the institution*

A theme of several presenters was that the combination of slow response and police

indifference made many in the African American community reluctant to call the police
about any matter. Mr. Hall related a personal incident:

I was a victim of an armed robbery in the central city. I was going to get into my car and

someone came upon me and robbed me at gun point. . . . I was relieved that nothing else had
happened, and I did not call the police.

When I went to work and I told people, everybody said, “Well, did you call the police?” 1
didn’t call. . .because I didn’t really feel that there was any use. I felt like I was already a

victim and I would now be a victim of the police. . . . I am saying I think people [in the African
American community] have these feelings of frustration.*!

Ms. Warren expressed similar sentiments. She said calling the police often results in
additional problems for the caller.

¥ Ibid., p. 20S.

* New Concepts Self Development Center is a private, non profit social service agency serving low-income children.
¥ Transcript, p. 413.
“ Ibid., pp. 194 and 217.

“ Ibid., pp. 269-70.
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Iam :
also told by many of those people that volunteer in other [community] programs that they

are very reluctant to call the police because it i i iti
they de oot report e & rml::ion}z 1t 18 going to cause them additional problems. So

e ;‘::evl;:g Buck a!so stated tl.xat there was a problem with reporting crimes to the police

y an f\frlc.an American. He said he had personal concerns that calls to the
police would give him additional problems. He said, “When I make a report of
something [to the police], I am more nervous about making the report to the police than
actually getting police help.”*

Experience of Patrol Officers
A collective bargaining agreement between the city of Milwaukee and the Milwaukee

Poalcilce Association covers rates of pay, hours of work, and duty assignments. Article 55
reads:

An employee shall, upon appointment and after taking and subscribing his oath of office, be
assigned to night duty in a police district designated by the Chief of Police. Employees shal]
be assigned to day duty according to seniority in their respective ranks and positions.
Temporary exceptions to such shift assignments may be made in accordance with existing
Departmental practices.**

The effect of the agreement is twofold: first, the city’s least experienced officers are
on duty during peak crime times, evenings and nights, and second, experienced officerg
are not policing with new officers, teaching them effective strategies for dealing with the
variety of situations facing a police officer.

The: Milwaukee Journal reported that nearly one-half of the city’s police officers have
less than 4 years’ experience.** In 1990 the number of police officers in Milwaukee
was 1,273. Since that time the department has hired 671 officers, who now make up
about 48 percent of the police officer strength.*

James Fyfe, a criminal justice professor at Temple University, was quoted as saying
that pairing two relatively inexperienced officers is generally not a good idea. More
experienced officers socialize their younger counterparts into a proper style of policing.
Inexperienced officers need the steadying guidance of veteran officers during their early
years on the job.*’

The mayor’s commission also expressed concern that this particular contract provision
had negative consequences, and noted that this practice seemed to be unique to the city
of Milwaukee:

The contract provision which has greatest impact on the daily operation of the MPD is that of
duty assignments. While assignment to police districts or other work units is reserved as a
management right, the contracts, specify that new personnel at any covered rank must be

4 1bid., p. 421.

S Ibid., pp. 423-24.

4 Agreement between the city of Milwaukee and The Milwaukee Police Association, Local #21, I.U.P.A., AFL-CIO, article 55.
4 Tom Held, “New Officers Need Mentors, Expert Says,” Milwaukee Sentinel, Dec. 1, 1993, p. 5A.

4 Ibid.

7 Ibid.
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assigned to “night duty” (second or third shift, called late and early in thc? MPD), with
assignments to “day duty” by seniority in rank and position. At the rank of police officer, the -
next person eligible for transfer to “day duty’ has more than 17 years with the department.

Some department members now on days indicated reluctance to apply for promotion becal.lse it
would mean working nights again. [The commission has] been told that this provision is not

usual among police departments, most of which rotate shifts, and that Milwaukee may be unique
among large departments.*

The commission recommended that officers, once their probation has been completed,
spend the next 3 years working in a variety of units and assignments. This would give
all officers a breadth of experience within the department.*

Citizen Complaints

Both Nicol Padway and Reverend DiUlio referred to the citizen complaint procedure
outlined in the mayor’s commission report. There are two separate processes for
aggrieved citizens. First, citizens may file a complaint with the fire and police

commission. Second, citizens may file complaints directly with the police department at
any district station.

Rule XXV of the fire and police commission allows any citizen to file a complaint
against a member of the police department. The complaint must be made in writing and
contain (1) the complainant’s name and address, (2) clear identification of the accused
officer, and (3) facts on which the complaint is based. The written complaint is filed
with the fire and police commission.*

At the next meeting of the commission, the complaint is referred to the rules
committee for review. After review, the commission votes on whether there is
provisional jurisdiction and whether the charges are sufficient for commission action.
If there is, the complaint is again referred to the rules committee, this time for
investigation. Most commonly, the complainant and the accused are brought together in
an attempt to reach conciliation. !

If conciliation fails, the rules committee recommends to the commission whether there
is cause for a hearing of the accused before the commission. If so, the commission
determines whether the accused should be suspended pending disposition, and sets a date
for the trial. The hearing itself is informal, with “a liberal interpretation of the civil
rules of evidence.” Each party is entitled to appear at the hearing with an attorney and
there may be a pretrial conference to narrow the issues.>?

Citizens may also file complaints directly with the MPD at any district station. These
complaints are handled internally by the police department and are not reported to the fire
and police commission. In addition, complaints of a minor nature which are brought to

6 Mayor’s commission, p. 29.
“ Ibid., p. 30.
* Ibid., p. 32. A fire and police commission citizen complaint form is in appendix VIII.

3 Ibid. According to the mayor’s commission, analysis indicates that conciliation is successful in approximately 10 percent of the
cases.

2 Ibid.
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211'2 sasttention of the fire and police commission are often referred to district command-
nunh;fl;; Pafd‘”ay stated that incivility by the police officer is the basis for the largest
T Of complaints received by the fire and police commission. He said:

c'l;he llt;x:gest nu-mber. of complaints that we receive is in the civility area. The number of
4211:5 ';ts varies widely from year to year. We have gone from a low in 1987 where we had

a high in 1991 to somewhere close to 100. And then in 1992 I believe they dropped down
to about the 50 range.%

Many presenters expressed dissatisfaction with the complaint procedures. Some
alleged. t!1e System was flawed, others maintained minorities were intimidated from
complaining, and still others said that complaints at the districts were ignored.

Jame§ Barrett, a retired police officer, argued that the complaint system is flawed.
Complaints made to the fire and police commission have to go through such a lengthy
process that justice is not served.

It is incumbent upon the person making the complaint to come to the police department
downtown, come to one of the top floors [through] an entire area, which can be intimidating to
a person who is frightened by a badge to begin with, file their complaint, and then get an
attorney who is willing to spend the time for no money. And the whole process is one that 1
have heard over and over leads to grinding a person up and spitting them out. It does not work
for them on a good basis. It takes a long time and a lot of courage and stamina on the part of
the complainant to go through with that process.ss

Mr. Hall, who has done pro bono work on behalf of complainants before the fire and
police commission, agreed, saying:

When I get a call from a person saying the police treated me this way, this happened, a large
part of it is not only did this happen to the person, but the person perceives himself or herself
as having no outlet. They are intimidated to even go to the fire and police commission to try
and address their complaint because there is this whole history that there is no relief available.

Two years ago I was getting a lot of complaints from individuals who had matters before the
fire and police commission and they got no relief. I decided to take on a matter pro bono. My
proceeding took in excess of a year, and this was a person with a lawyer. I would request a
hearing and it is always adjourned, or it is rescheduled, or the officers are not there. It went
on like this with so many [postponements] that it really took more than a year to just finally get

the hearing.%¢ ’
Mr. Chaney stated that the NAACP also receives complaints about police activity.

He said he refers them to the district station and sometimes calls the chief. He said that
at some district stations blacks are not welcome, and the complaint process is discour-

33 Thid.

3 Transcript, p. 52.
3 Ibid., pp. 306-07.
% Ibid., pp. 267-69.
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aged. He also mentioned that complaints made to the fire and police commission take
a long time to resolve.

When we do get complaints, we take the information and then forward that to the chief and
usually he will respond. But I always like to follow procedure [so] I always send them back
to the district captain, because that is where they should have started. I tell them that “If you
don’t make it from there, then you come back.” Some of them do not come back, but I do know
that some of them get turned off at that district station. And one of the other things that
happens is that somebody [at the station] will advise them to go to the fire and police
commission. Well, that is a long way around.’’

I do not think that the public would object to going to the district station on a lot of cases. But
once they go there you have to be treated like you are wanted. That is what turned people off
and made them do a lot of things. For example, in one of the district stations where they had
no black people, when blacks went there, they were not treated as if they were welcome. IfI

come with a complaint, somebody ought to be there to take them in the next room and take the
complaint and work with them.*®

Ms. Robinson, whose organization works closely with the police, said that many
minorities are afraid to complain against the police.

I feel that one of the weakest areas is community monitoring. People who have police
complaints are literally afraid to go down to the fire and police commission and fill out these
complaints. In the past they have experienced such discrimination that even though it is a new

day with the fire and police commission, the people do not have the faith based on past
atrocities.

The Committee requested and received from the police department a listing of
complaints filed with the department. The listing was by district and race of the
complainant. The most recent year for which data was available was 1990. There were
301 complaints received and reviewed by the department during this period.® Of these,
133 (44 percent) were filed at the district stations (see table 4.2).

In 266 complaints, the race of the complainant was known. Virtually all of the
complaints filed with the police department were from whites or blacks. African
Americans filed 130 complaints (49 percent); whites filed 122 complaints (46 percent).
There were far fewer complaints filed by the public with the fire and police commission.
In' the 5-year period, 1986 to 1990, 203 complaints alleging police misconduct were filed
with the fire and police commission.®® This is one-seventh the number of complaints
filed directly with the police department.

An analysis of the 203 complaints filed with the fire and police commission showed
excessive force to be the most prevalent complaint. Misconduct, verbal abuse, illegal
searches, and harassment were the other citizen allegations. %

¥ Ibid., pp. 207-08.

* bid., pp. 213-14.

* Ibid., pp. 256-57.

% Milwaukee Police Department in response to request of the Wisconsin Advisory Committee.
! Ibid., p. 35.

% Ibid.
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The gf)al. of this poli?e department, the goal of this chief, the [goal of the] fire and police
commission and certainly for all of us should be to have a department that, in effect, mirrors
the community that we serve, that is representative of all segments of our community .

The fire and police commission authorized a study relating to the recruitment of
women and minority police officers.” The report noted: “Studies have indicated that
community attitudes toward the police are influenced by the racial makeup of the
community.”® The report also stated that prior to recent efforts by police departments
to attract and recruit minorities, “police forces were typically the domain of white men
creating—rightfully or wrongfully—the perception that police existed to enforce the statu;
quo of discriminatory social structures. ™

The study also stated several reasons impeding previous attempts by the city to
increase its minority and female representation on the force. The study noted:

Police work does not have a positive image in the minority community, and is not widely seen
as an option for women in the white community.

Retention is as seriotfs a problem as recruitment. In particular, black women report a lack of
acceptance by others in the c-iepaljtment, and say they would not choose this job again. Statisticg
show that black women resign at a higher rate than any other group.'®

Mr. Chaney concurred with the need for a diverse police force. Now retired, Chan
himself was the first African American sergeant on the Milwaukee police force. He Sa?c)l’
that people relate better to people of their own culture. He added that from p;
experience on the police force some white officers have resisted increasing minority an;
female representation on the force. He continued:

One thing we all have to remember is that Spanish people talk better to their people than I can.
Chinese speak better to their own, African Americans speak better to theirs. We need to even
the police department out—not that they all should be [assigned] to the same area.

I remember when the average policeman had an 8th grade education, but he was smart enoy, h
to get acquainted with the people in this area that he was in, be they black, white, or greegn
So he had a friend. We don’t do that anymore. So now sometimes education is wrong becgy,.
this department started to spread years ago, the remark was that we were going to ha se
er 5 because the blacks are moving in. That Was the remark out of g
these are supposed to be educated people.'’ e

when
trouble in numb

inspector. Now,

- . . e . . \
the Wisconsin Advisory Committee to the U.S. Commission on Civil Rights, factfinding meet; :
1993, transcript, pp. 41-2 (hereafier cited as Transcript). ing, Mll\vaukee’
7 Report of the Milwaukee Fire and Police Commission on Issues Related to the Recruitment of Women and Minor: .
Iul:y 1991 (hereafter cited as FPC Recruitment Study). inornity Police Officers,
s bid., p. 2, citing: Nancy Apple and David J. O’Brien, “Neighborhood Racial Composition and Residents’ . )
ot » Journal of Police Science and Administrasion, vol. 11, no. 1, 1983. ents’ Evaluations of Poljce

Performance, 4 . :
o Hhid.. p. 4, citing: Hubert Williams and Patrick Murphy, “The Evolving Strategy of Police: A Minority View,”

of Iluahcpe, NU, no. 13, January 1990. y View,” U.S. Departrment
1 FPC Recruitment Study, executive summary.

" Transcript, PP- 216-17.

¢ Testimony before
WI, Apr. 22 and 23,
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Court Orders to Increase Minority Representation

In 1975 two separate lawsuits were filed against the police department and the fire and
police commission alleging race discrimination in hiring.'?> As a result of the lawsuits,
two court orders were issued by a Federal district court mandating increases in minority
hiring.*

Mr. Padway recalled that, despite the court order, real changes in the department’s
hiring practices did not occur until 15 years later. The perpetuation of the status quo

continued because the police department returned to the court and obtained exemptions
from the court order.

Since 1976 the commission and department have been under a federal court order mandating
a 2 to 3 hiring ratio. That is two minorities hired for every three majority hired. The
commission struggled to meet that order and for the period 1976 to 1989 returned to the Federal
court for exemptions from complying with this court order.!*

Chairman Padway said that this pattern changed around 1990. The fire and police
commission was reconstituted with new members, and in 1989 a new chief of police was
appointed. Since that time there has been a commitment to find and recruit qualified
minorities for the police department.

To increase minority applicants, the fire and police commission began to maintain a
continuous open application period for those covered by the 1976 consent decree.'* In
addition, the police department and fire and police commission started making concerted
efforts to locate and recruit eligible minority candidates. The result has been a

significant increase in minority representation in the department without a compromise
in quality. Mr. Padway stated:

In 1990 things changed. First there was a significant change in the composition of the
commission itself [and] in commission staff.'® We recognized that there were sufficient
numbers of qualified minority candidates available and willing to apply to the [police]
department if approached properly.

The police department created a recruitment team to assist the commission in recruitment
efforts. The commission created background guidelines and a background review process was
developed to eliminate arbitrary exclusions through the background investigation.

12 United States of America v. City of Milwaukee, Harold A. Brier, et al., CA-74-C-480, consent decree, July 25, 1975, as amended;
and Christine Ward v. Richard Block, John Giacomo, William I Gore, Marjorie Marshall, and Charles W. Mentkowski, individually
and in their official capacities a8 members of the Board of Fire and Police Commissioners of the City of Milwaukee, CA-74-C-333,
consent decree, Sept. 2, 1975.

'S Ibid. The consent decrees are in appendix VII. Specifically, the decrees stated: “[I]n filling current and future vacancies in the
positions of. . .patrol officers, the Milwaukee Fire and Police Commission shall appoint two black, Latin and American Indian
applicants for every three white applicants appointed.”

' Transcript, p. 83.

13 Report to Mayor John O. Norquist and the Board of Fire and Police Commissioners, Mayor’s Citizen Commission on Police-
Community Relations, Oct. 15, 1991, p. 26 (hereafter cited as Mayor’s Commission).

'8 In 1985 the fire and police commission consisted of four white males. The commission in 1993 is racially more diverse. The
current fire and police commission members are: Chairman Nicol Padway, a white male, attorney in private practice; Robert Harris,
African American male, retired educator; Kathy Harrell-Patterson, African American female, educator and private entrepreneur;

Phoebe Weaver-Williams, African American female, law professor; and Leonard Ziolkowski, while male, head of the Milwaukee
Area Technical College Police Science Program.
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The League of Martin assisted by conducting tutorial sessions available to all persons regardless
of race, creed, color, or sex. . . .

Results have been quickly achieved. First, the commission has not been required to go to
Fed?ral court for an exemption since 1989. More importantly, the demographic profile of the
[police] department has improved significantly. . . .

The following percentage gains have been achieved in the last 5 years: white females have
increased by 60.9 percent, African American males increased by 48.9 percent, African
American females have increased by 36 percent, [American] Indian males have increased by
35 percent, Hispanic males have increased by 64 percent, and Hispanic females have increased
by 100 percent.!?

Employment and recruitment standards have remained unchanged during this effort to
attract minority applicants. The applications process requires all individuals, first to
make an application to the fire and police commission. To make an initial application for
a police officer position, the individual must meet five minimum qualifications: (1) be at
least 21 years old, (2) be a citizen of the United States, (3) be a high school graduate or
GED,™ (4) possess a driver’s license, and (5) have no felony convictions. The
following are the steps in the application process:

> Apply to the Fire and Police Commission. Applicants are given information about the testing
process.

»Take a written, multiple-choice test. Only about half of all applicants appear for the test,

which might be considered a form of self-selection.
From this point on, only those who pass each stage of the process are allowed to proceed to the

next stage. Those who pass the written test:

»Take a physical agility test. Practice sessions are offered, and one re-test is allowed for those
who fail the first scheduled attempt. Those who pass go on to:

>an oral interview. As with all proceeding steps, this is conducted by fire and police
commission staff. Police department sergeants and lieutenants are paired with commission staff
as oral raters. Those who pass the oral interview are asked to:

»>complete a detailed Personal History Questionnaire, used as the basis for a background
investigation. The investigation is conducted by police department personnel. There is an
appeal process for those who fail the background investigation. Those who pass achieve:

»>placement on an eligible list. These lists are ranked by overall score, a combination of
written and oral scores, with a military service factor. Classes are appointed from these lists,
in rank order. Appointment is contingent upon:

»a medical examination and drug screen at the time of appointment.'®

17 Transcript, pp. 83-85.
1* The mayor’s commission reported that the Wisconsin Law Enforcement Standards Board intends to change the education

__requirements to 60 college credits beginning in 1994. (Mayor’s Commission, p. 26.)
( '® Nicol Padway, letter to Constance M. Davis, Apr. 29, 1994, Midwestern Regional Office, USCCR, files (hereafter cited as Padway

- letter). '
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concerns and complaints of all people. It not only hurts us when such general statements are
made, because they totally discount and take away from the efforts of the majority of
supervisors and police officers who try their best to provide the same kind of service they
would want for themselves. The concerns of Mr. Chaney are not just a black thing that we
white people would not understand.®

[To get good police officers] you have to start out with careful and selective recruitment. And
I am not going to say that it has got to be a particular race [or a] particular gender. You have
to look at individuals and somehow—and this is basically is asking for perfection which is
unattainable—but. . .if we chase perfection we may catch excellence.?

Several members of the League of Martin believe that discrimination continues. They
alleged that promotions of black officers have been thwarted and the new African
American recruits are driven out of the department. There were allegations that the
department and the fire and police commission were in an alliance to perpetuate this
discrimination, that challenges from black officers to the status quo would effectively end
a career, and that the local police union, the Milwaukee Police Association (MPA), was

insensitive to minority members and primarily served the interests of the white officers.
Lieutenant Wells said:

The city of Milwaukee is manageable, but we are en route to becoming a city that is out of
control. Most of this is due to the Milwaukee Police Department’s inability to stabilize
internally. This instability is due to the inconsistencies that lie in management. . . . It has
become evident that the Milwaukee Police Department and the [Milwaukee] Fire and Police

Commission’s intent is to continue policies and factions that prevent us from improving the
racist climate within the Milwaukee Police Department.?

Since Arreola has been chief, he has had the opportunity to make significant changes in the
management structure of the Milwaukee Police Department. Due to the high attrition rate. .
.of white male officers in management positions, Chief Arreola and the fire and police
commission could have placed minorities into decisionmaking positions. . . . For example,
[Chief] Arreola has had the opportunity to promote approximately 15 captains in his tenure as
chief. Before Arreola there were three [African American] captains that had been appointed;
we currently have three African American captains; no change.?

Mr. Padway believes the statement that there has been no change in the number of
black captains during Chief Arreola’s tenure is misleading.

In November 1989, when chief Arreola was sworn in, the highest ranking African Americans
in the MPD were deputy inspector Graham and captains Jones, Rodgers, and Smith. In May
1990, chief Arreola promoted Earl Marshall, who has since retired, to the rank of captain. In

February 1991, he promoted Alphonse Graham to assistant chief. In August 1992, he promoted
Arthur Jones to deputy inspector.?’

 Ibid., pp. 462-63.

% Ibid., pp. 474-75.

2 Ibid., pp. 324 and 326.
* Ibid., p. 329.

77 Padway letter.
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Officer Welch said the Milwaukee Police Department has problems along racial lines.
It has been, and remains, a fractious, disunited organization, with race the divisive

factor.

You have certain officers on this job who come here with the mentality, I am going to kill
someone, and that is their mentality. And you can go out and you can socialize with them.
You can drink with them, you can get sloppy fall down drunk with them if you want to, and
as soon as they get drunk, you become a nigger to them.?®

I do not want to undermine the Caucasian officer in law enforcement because I have been on
the job ten years and I have worked with some Caucasian officers that are good, that are
sensitive and that do deal with the community. So it is not that we are saying that it is
unmanageable or that as an alderman stated yesterday he wanted his entire area to be black, that
is not what we are saying. . . . What I am saying is that there is a problem in the Milwaukee
Police Department . . . . We have a race problem.?

The mayor’s commission reported that racist and sexist remarks seemed to be a part
of the culture of the police department, and rejected the suggestion that such comments
were comrades joking and teasing to relieve the stress of police work.

It has been suggested to us that racist [and] sexist remarks within the MPD are actually joking
and teasing to relieve the stress of police work. If this is true, it is evidence that officers need
to learn techniques of stress reduction that do not victimize individuals and groups. . . . It is
the awareness of bias which must be constant. . . . Verbal or behavioral expressions of racism,
sexism, or differential treatment because of age or social class are totally unacceptable.?®

Racial Composition of the Milwaukee Police Department

Today the city of Milwaukee has a population that is 40 percent minority. African
Americans, the largest minority group, are 30 percent of the city’s population. The 1992
police department position profile showed minorities to be 22.9 percent of the police
force. Blacks were 15.3 percent; Hispanics were 6.1 percent; American Indians were 1.4
percent; and Asians were 0.1 percent. The complete police department position profile
is listed in appendix III. Because minorities have only recently been hired in any
substantial numbers, whites in the department hold the greatest seniority. The average
service of current white male officers is 18 years, compared to 11 years average service
for men of other races. The average seniority of women of any race is 8 years.?!

Chief Arreola related the changes in the department’s diversity since his arrival.??
He said that minority representation reached a plateau in the mideighties. Recently,
however, that plateau has been broken and today minority representation in the
department has increased substantially.

The increase of total sworn minority representation in the police department went from 17.9
percent to 23.6 percent minority representation. This becomes even more significant [for the]

* Ibid., p. 378.

® Ibid., p. 355.

% Mayor’s commission, p. 21.

3 Ihid., p.’ 9.

2 1990 was Chief Arreola’s first full year as chief of police.
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Lt. Wells disputed the implication that standards had been lowered for minority
candidates. He told the Committee that the fire and police commission had sought the
help of the League of Martin in locating and recruiting qualified minority candidates
believing quality candidates were available if invited to apply.

SQUIRES [member, Wisconsin Advisory Committee, to Wells]: The [police] chief gave some
numbers indicating that percentages of minorities had increased over the last few years. Have
standards been lowered in order to accomplish that?

WELLS: No. No standards have been lowered. The question that comes to my mind when
someone says that they have lowered standards is an old slave thing that they taught years ago
that if you plant that seed into the mind of an African American, they will begin to think that
they were given something or that they are inferior.*?

[The League] used what we learned in school, that if you are going to take a test, prepare for
the exam. We gave workshops on test taking skills [and] not to just applicants for the
Milwaukee Police Department. We gave workshops for everyone preparing to take a
promotional exam. We used members of other departments who had taken exams to come in
and talk to our people about test taking for law enforcement exams.*

Mr. Chaney also argued that no quality standards had been diminished with the hiring
of minority police officers. He added that the increased minority hiring had stirred some

acrimony in the ranks and asserted that the minority hiring would never have come about
without the intervention of the government. ‘

If you did not have affirmative action, you would not have any blacks on the [police force]. .
. . I object to the union saying that the only reason they got blacks on is because of affirmative
action and we get officers that are not qualified. Who are they to say who is qualified? Half
of them have no more education than any of the blacks or any of the Spanish or any of the

women. But all of a sudden they think they are more qualified than anybody else. And they
do not want to deal with that.*

Terminations and Disciplinary Actions

The chief of police has voiced his commitment to a diverse and representative police
force. Diversity and equal employment opportunity in a work force, however, is more
than recruitment, hiring, and promotions. It extends to issues of police discipline and
termination. The FPC Recruitment study affirmed this in its report: “Few people are
tvlvlilling 4:0 invest themselves in jobs that they perceive as being unfairly biased against

em.”

In April 1993 Chief Arreola issued a proposed draft of the department’s equal

employment opporturity {-olicy. In it, he writes that the department is committed “to

“ Ibid., p. 353.
“ Ibid., p. 352.
 Ibid., p. 227.
“ Bradley study, p. S.
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Discrimination is evidenced by the fact that between April of 1990 and February
of 1993 there have been 96 officers disciplined within the Milwaukee Police
Department; 59 white, 30 black, 6 Hispanic, and 1 other. . . . These disciplines
represent the African Americans’ officers’ discipline from the patrol board.
Therefore, they are 31 percent of the disciplinary actions taken against [patrol
officers] between 1990 and 1993.

Even more shocking than the high percentage of African Americans being
disciplined is that white officers receive preferential treatment in the form of the
discipline. . . . The League feels that we will not be able to overcome the disparity
of discipline until we get strong African Americans in management positions that
will not be captured by the mindset that magnifies misconduct of African Americans
but recognizes that African American officers are entitled to the same treatment as
white officers.*®

The Committee requested and received a listing of disciplinary actions for the period,
January 1991 through April 1993. The police department responded and the numbers
comported with the assertions of the League of Martin. There were 96 disciplinary
actions. Whites received 59 disciplinary actions; blacks, 30; Hispanics, 6; and 1
American Indians.® (Table 5-6 lists the disciplinary actions by race.) The data do not
reconstruct the violation of the officer or circumstances of the infraction. The data show,
though, that African Americans, as group, have received more and harsher penalties in
the last 3 years than white officers. If each of the disciplinary actions represents a
different individual, then approximately 1 of every 10 black officers has been disciplined
in the past 3 years.’ In contrast, less than 4 out of every 100 white officers has been
disciplined. By way of comparison, Hispanic officers under this method of computation
were disciplined at approximately the same rate as white officers, i.e., slightly less than
5 of every 100 Hispanic police officers were disciplined in the last 3 years.®

The fire and police commission provided information on police officer separations for
the last 10 years. For the years 1983 through 1992, the rate of dismissal of African
American police officers has been greater than the dismissal rate of white officers in
every year except 1983. (Dismissal rates are in table 5-7.)

% Ibid., pp. 326-27.

* Milwaukee Police Department data.

% See Arreola letter, appendix 1, note 12.

¥ Computations were on the basis of the department’s racial profile as of 1992. The 59 white disciplines were set in a ratio against

1,568 white officers; a rate of 3.7 percent. The ratios for blacks and Hispanics were: 30:311 (9.6 percent) and 6:126 (4.8 percent).
Computations of adverse impact are:

30
Black disciplines: = 9.64
an
- 256> 1.2
9
White disciplines: = 3.76
1568
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rates for African American officers in the department were substantially higher than for
white officers. The exception to this was 198S.

The trend has been reversed in the nineties. In 1990 black officers continued the
pattern of the eighties and resigned at a higher rate than white officers, 1.9 to 1.1. In
1991 and 1992, however, white officers resigned at higher rates than black officers. In

1991 the black officer resignation rate was 0.1 and in 1992 it was 1.5. Conversely, in
1991 the white officer resignation rate was 1.3 and in 1992 it was 1.9.
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The article also reported that police dispatching and the priority response system are
continuing concerns among Common Council members.

One thing that has become clear is the increasing criticism by members of the Common
Council about dispatching and priority calls. South side aldermen have long complained that
their constituents have received the worst end of the deal on police service calls. On July
22, 1993, a letter signed by five of the city’s south side aldermen was sent to Arreola asking
him to rescind an order not to assign officers from the Tactical enforcement Unit to the
south side unless absolutely necessary.

Gordon and Pratt [near north side aldermen] both said they, too, had received complaints
from constituents about unanswered calls for service. Those complaints run across the
board in all 17 aldermanic districts, the two aldermen charged.”

Fire and Police Commission Meeting

The agenda item on the use of force and the release of interdistrict dispatching data
for June, July, and August 1993 drew a restless overflow crowd to a public meeting of
the fire and police commission in November 1993. At the meeting, Chief Arreola asked
the commission to allow the city’s attorney to review the draft of Rule 4—general rules
and regulations, 2/445.00, use of deadly force by a police officer in the performance of

duty.
The interdistrict dispatching (IDD) summary reported:

Overall, less than 1 percent of assignments each month took patrol squads out of their home
districts, and less than 1 percent of available patrol hours were used for this purpose. The
number of IDD assignments was very consistent, 353 to 358. The percentage of
assignments out of district was lower on day shifts than on early/power or late shifts.
Early/power shift had more than half of all inter-district dispatches each month.

There was considerable variation among districts in hours assigned to inter-district dispatch.
Districts One and Six [downtown and south side] provided more than 60 percent of IDD
hours each month, and had a larger proportion of available squad hours assigned out of
district than other districts.

However, even for those districts, hours involved were minimal. In June, District One had
a net “outflow” of 94 hours to other districts; that is, this district provided more assistance
to others. . .than it received, equivalent to just over one-half the monthly hours of a full-
time police officer. In August, District Three [near north side] had a net “inflow” of 94
hours from other districts. No other districts had net flows even this large, in either
direction, during the three months reviewed. Up to twenty hours each month were used to
provide Priority 4 assistance to other districts.®

Public comments were allowed at the fire and police commission meeting. These
ranged from praise for the chief to outrage, with calls for the resignations of the chief

7 Ibid., p. B3.
* Summary Report, Inter-District Dispatch Data For June, July, August 1993, Milwaukee Police Department, Sept. 30, 1993. The
complete report is in appendix X.
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and the entire fire and police commission. Negative comments received the largest vocal
support from the audience. The overall atmosphere at the meeting was charged by a
general sense of frustration and discouragement at the lack of fairness and justice in
citizen complaint procedures.?®

Police Watch Group

In fall 1993 a private citizens group began organizing a “copwatch™ program,
Restore. Our American Rights (ROAR), to monitor police misconduct. The group is
attf:mptmg to forge an alliance of private citizens, religious organizations, and
neighborhood groups.

Jean aqd John G.orski, founders of the group, said that the program plans to perform
a dual service, monitor police misconduct and compile a database on victims, patterns,
and officers involved.! Gorski is reported as saying:

We want [the police] to know that there is always a possibility that they are under scrutiny.
Citizens with scanners, tape recorders, and camcorders could be on the alert to monitor
police actions, and record and report physical or verbal abuse, denial of rights, excessive
force or violence. Many residents are afraid to speak openly about police brutality [in

Milwaukee] for fear of retaliation.'’

State Funding

In January 1994, Governor Tommy G. Thompson proposed a multimillion dollar
program to put more police on the streets. A spokesman for the Governor was quoted
as saying, “[The Governor] believes the most fundamental right we have as Americans
is to feel safe in our homes and places of work.”'> The spokesman was also quoted as
saying that Milwaukee would receive most of the proposed money. "

The Governor’s announcement came after he vetoed State funds for police officers
to man the community-oriented Avenues West and Metcalfe Park police stations in
Milwaukee. It was reported that the Governor based his decision in part on information
from the Milwaukee Police Association, which argued that the community-oriented police
substations took officers away from patrol duties.!* The two projects place police beat
officers in neighborhoods and have them working to develop crimefighting partnerships
with residents. The State provided grant money to start the project and paid the salaries
of four police officers and a supervisor. That funding expired at the end of 1993, and
Thompson vetoed legislation to extend it.

Community-oriented policing has been a subject of intense debate in the Milwaukee
community. Chief Arreola is a strong advocate of community-oriented policing. The
concept is also completely endorsed by the mayor’s commission on police-community

* Emraida Kiram, member of the Wisconsin Advisory Committee to the U.S. Commission on Civil Rights, attended the November
1993, fire and police commission meeting and made a written record of the meeting for the Committee.

19 John Gorski and Jean Gorski testified at the Committee’s April factfinding meeting, alleging their son was the victim of an
unprovoked beating by Milwaukee police officers.

1 Scott Kerr, “Cop Watch: A new trend, policing the police,” Shepherd Express, Oct. 28, 1993, p. 7.

22 Tom Held, “Thompson wants more police on the streets,” Milwaukee Sentinel, Dec. 15, 1993, p. SA.

 Ibid.
" Ibid.
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relations. The commission called on the chief to submit an implementation plan to the
fire and police commission. The Milwaukee Police Association opposes the concept,
however, and has lobbied against its implementation.

Chief Arreola disputes that the community-oriented police substations took officers
away from patrol duties. He reportedly said that the Governor was wrong to believe that
closing the community-oriented police substations would put more officers on the street,
“Officers working in the outstations as part of the Avenues West and Metcalfe Park
projects spend most of their time on beat patrol now.”™"

Alderman Gordon said residents of the Metcalfe Park neighborhood, where crime had
been reduced since the inception of the community-oriented police project, were outraged
by the Governor’s decision. Chief Arreola is reported to be committed to maintaining
the community-oriented police projects despite the Governor’s veto, and will do so with
available officers.'®

Probe of Black Police Officer Complaints
In December 1993, a board of inquiry probing complaints of discrimination filed by
African American Milwaukee police officers found no violations of department rules and
recommended no disciplinary actions. A group of 30 black officers had alleged
discrimination in the disciplinary and premotion practices of the department and called
for a study of racism within the department. The original board of inquiry was created
by Chief Arreola in November 1992. It included a police inspector, two captains, two
lieutenants, and one civilian.'” One lieutenant and the civilian left the panel before the
final report was completed.'®
The board completed its study and reported to the chief of police on December 3,
1993. The board concluded that the concerns expressed by the officers were not litigable
or violations of internal directives. However, after reviewing instances and practices
adversely impacting minorities and women, the board made 32 recommendations. The
recommendations fall into five categories:
» assignments,
» discipline,
» ethnic/gender sensitivity,
» supervision, and
»training.
The complete report and its recommendations are included in appendix XI. The

police chief has given his approval to proceed with the implementation of all recommen-
dations. Some of the recommendations are:

Review existing disciplinary procedures and conduct research for the establishment of
disciplinary guidelines.'’ ’

13 Ihid.

16 bid.

17 ‘The board consisted of: Deputy Inspector Arthur Jones (chairman), Captain Johnnie Smith (vice chairman), Captain Anthony
Bacich, Licutenant Thomas Auger, Licutenant Lenard Wells, and Rohne Jauernig, a personnel officer with the department.

% Tom Held, “Probe of black officers’ complaints finds no violation,” The Milwaukee Sentinel, Dec. 8, 1993, p. 1A.

® Milwaukee Police Department, Board Of Inquiry Summary Report, Dec. 3, 1993, p. 2.
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Greater emphasis placed on the need to be courteous.?®

Establish on-going, multicultural committees throughout the department 2
The implementation of on-going, annual diversity training 2?

Establishment of training for first line and lower level management supervisors identified
as exhibiting racial and/or gender bias.?

Some officers initially involved in the issue are reported as seeing contradictions in
the board’s finding. The board finds no discrimination or rule violations but recommends
more training and changes in the districts.?

The issue remains unresolved. In the summer of 1993 a number of minority police
officers, unhappy with the board’s work on this issue, filed discrimination complaints
against the department with the Equal Employment Opportunity Commission (EEOC).
The EEOC’s investigation of the complaints is ongoing.

2 Ibid., p.2.
2 Ibid., p. 3.
2 bid., p. 4.
 Ihid., p. 7.
* Ibid.
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number of officers it assigns to all districts, including those with large numbers of
African Americans, ithi

Concern was expressed during the factfinding over the deployment of officers within
the districts. The Committee acknowledges that it does not know the exact deployment
of officers within the districts. ' .

Concern was expressed during the factfinding over district manpower being on
assignments outside the district. The Committee is not able to verify whether police
officers assigned to a district are serving outside the district.

Finding 1.2 Foot patrols are assigned in districts that are predominantly African
American, and the number of foot patrols assigned in these districts is proporuonat.e to
the number of foot patrols assigned in the other districts. The African .Amengan
community perceives foot patrols to be an important component of an effective police
strategy in their communities.

Recommendation 1.2 Foot patrol deployment within the district should be made in
consultation with members of the public. The police department states that it is earnest
in its desire to work with the community,

Many individuals in the African American community believe police foot patrqlg are
nonexistent in their districts. Foot patrol deployment, which is a minor portion of
manpower allocation in a district, is an ideal opportunity for the police to demonstrate
their desire to work with the community. The Committee recommends that district
comimanders coordinate foot patrol strategy and assignments in their districts with the
African American community.

Finding 1.3 The police department’s use of interdistrict dispatching is done on a
minimal basis and its strategy provides all citizens of the city with the opportunity for
equal protection from violent crime. Interdistrict dispatching is principally reserved for
emergency situations, and as such, is a strategy capable of providing swift assistance to
citizens most urgently in need of police service, .
Interdistrict dispatching provides every citizen in the city assurance that police
resources will be provided in an emergency situation. A segment of the community,
however, seems to resent this strategy.  Citizens are legitimately concerned about
ring and holding their share of scarce police resources.
gar;::"terdgistrict dispatching is a contentious issue in the community. The resentment
divides along racial lines, i.e., the white community on the south and the black
community on the north. Police discussions with the community on this issue have been
futile.

Recommendation 1.3 The Committee recommends that the Uni.ted States Departmgnt
of Justice, Community Relations Service, mediate between the [_)ollce and the cognmulmty
on the issue of interdistrict dispatching. This issue is polarizing the community a 'c;ncgl
district, geographic, and racial llne:s. It needs to be.addressed, mediated, and reconcile
to prevent an erosion of race relations within the city.
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Finding 1.4 The police department has developed two community- oriented policing
programs. One of the projects is located in an area that is predominantly African
American. Crime has been reduced in this area. The Committee finds the decision of
the police to place a community-oriented policing project in a high-crime African
American neighborhood to be a commitment by the department to give protection to the
African American community.

In December 1993, Governor Tommy G. Thompson vetoed State funding to continue
these two community-oriented policing projects. The decision was based in part on
opposition from the Milwaukee Police Association. The police department, however, is
committed to maintaining these two community-oriented police substations.

The Committee found evidence that the initial community-oriented policing projects
had reduced crime and had not taken police officers off the streets. In addition, there is
widespread support within the community for these projects to continue.

Recommendation 1.4 The Committee recommends that the State continue its funding
for these community-oriented policing projects, and recommends that the Governor
support this funding.

2. Quality of Service

Finding 2.1 The police use a priority dispatch system in responding to calls for service.
The priority dispatch system is a policing strategy designed to provide the swiftest seryice
to those most in need.

The priority dispatch system, however, is subjective. A request for police service
becomes a priority 1, 2, 3, or 4 call based both upon the judgment of the dispatcher and
the caller’s input. Calls relegated to a lower priority receive a slower and less immediate
response.

The Committee heard allegations from whites and blacks that calls from the African
American community were apparently given a lower priority rating. Median response
time by the police for priority 1 and priority 2 calls, however, are proportionately equal
across districts. Although some members of the African American community believe
response time is slow, the Committee does not have evidence that response time in
predominantly African American districts is slower than similar priority calls in the other
districts.

Recommendation 2.1 Although there is debate on how critical current response time is
to crime prevention, the issue of assigning calls a priority in the equal delivery of police
services is not disputed. The Committee recommends that the police department do a
detailed audit of its dispatch service with the specific purpose of examining:

» the nature of each call for service by neighborhood,

» the priority given the call,

»the time and manpower response by the police, and

» correlations between the nature of the call, its assigned priority, and police response

and the neighborhood of the call.
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iss‘;ﬂh szO(ill‘l.mlttee ipten.ds, in 1995, one year after releasing this report, to revisit the
resultin Pfrolce service in M.llwaukee, focusing its attention on the dispatch practices
examingth m calls .for Service. If there has been a police study, the Committee will
. € that study; if there has been no study, the Committee intends to undertake an
Independent initiatjve,
; mc‘:“'g 2-? There has been a marked increase in recent years by the police department
Wi mmunity outreach efforts to the African American community. In years past, the
1scons§n Advgsory Committee recommended that the police department establish
(°l°mm“rmy Service offices so citizens could come and discuss community concerns. The
cpartment has established community service offices in all police districts.

I‘: 3ddltlf>n, the Co.mmittee finds district captains are available to the public on a
fegu’ar basis; the police department has accessible public information officers; and
flumer_ous block clubs and community programs are in place in all parts of the city,
Including the African American community. However, much of the community still is
Not aware that these avenues of communication are available.

Ref:ommendation 2.2 The Committee recommends that public meetings between the
police and the community be structured so as to recognize cultural diversity and break
down ste.reotypes. In addition, it is recommended that such meetings be publicized in the
community papers as well as the two major daily newspapers.

Finding 2.3 The complaint process is onerous and not trusted by the African American
community. Complaints made to the fire and police commission take months to resolve,
and most of these complaints, by the commission’s own admission, are simply disputes
between officers and citizens over police civility.

'}'he citizen complaint Procedure at the fire and police commission is informal by
design so that such matters do not linger unresolved for months. Yet onerous and time-
consuming resolutions are the rule. This is unfair to the accused officer, frustrating to
tl.le citizenry, and undermines public confidence in the procedure. Moreover, many
citizens are unaware of the fire and police complaint procedure.

Complaints made to the police department are completely outside the purview of the
fire and police commission. The number of these types of complaints is seven times the
number of complaints filed with the fire and police commission. Yet, the investigation
and disposition of these complaints is unknown to the public, and the process is so
secretive that even the mayor’s recent citizen commission on police-community relations
reported being unaware of any information on the number and disposition of such
complaints.

Recommendation 2.3a In its previous study of the Milwaukee Police Department, the

Wisconsin Advisory Committee recommended that:
All complaints received by the Milwaukee Police Department be conveyed to the fire

and police commission for review.!

! police Isolation, p. 123.
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The Committee repeats this recommendation:

All complaints received by the Milwaukee Police Department should be conyeyed to
the fire and police commission for review. The fire and police commission Is
independent of the police department. Investigations by this agency give the process
greater credibility.

Recommendation 2.3b The Committee recommends that the fire and police commission
examine its complaint procedure and find ways (1) to expedite the process, and (2) to
make the process more accessible to the citizens. In addition, the complaint procedlfre
needs much greater publicity in the community. The outreach efforts of the police
enumerated in finding 2.2 could be utilized in this effort, and this effort needs to be
ongoing.

Finding 2.4 The Committee finds that most Milwaukee police officers are providing
quality service to all citizens regardless of race, color, or national origin. However, it
is clear to the Committee that a subculture of antagonism and disrespect against the
African American community still exists among some officers on the police force. This
subculture is not necessarily confined to white officers.

The chief of police has been in office for five years. The police department has
records of the number, type, location, and disposition of citizen complaints filed with fhe
department alleging police misconduct. The chief is responsible for the conduct of police
officers. The Committee finds the chief to be in a position, and with the authority, to
impose behavioral changes on the department. '

Recommendation 2.4 The Committee recommends that the chief of police and the fire
and police commission make a series of joint public statements, decrying police incivility
to the public, particularly with regard to the African American community. We urge that
these announcements be coupled with a public resolution by the department and the
commission to discipline officers who are guilty of incivility. We further recommend
that the department and the commission publicize through their public information offices
all punishments meted out to officers for uncivil behavior toward the public, so that
officers and the public learn that such “cultural” behavior is no longer tolerated.
Police-community relations is an issue of paramount importance in this community.
The fire and police commission should consider improvements in police civility and
police-community relations in determining police chief appointments.

Finding 2.5 To learn the nature of complaints filed by citizens on police service and
better understand existent police-community relations, the police chief has voluntarily
initiated an indepth study of all complaints received at district stations. This study is
being conducted by faculty of the criminal justice department at the University of
Wisconsin-Milwaukee.

Recommendation 2.5 The Committee commends the police chief for doing an analysis
of citizen complaints lodged with the police department at the district stations. Such a
study should give the police department valuable information on the nature of police-
community relations. Moreover, the study signals a commitment by the department to
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be responsive to the needs of the community. The Committee recommends that the
findings and observations of that study be made public.

3. Equal Employment Opportunity

Finding 3.1 After decades of minimal minority hiring despite an increasing minority
population and a residency requirement, the Committee finds that under the new police
administration and the new fire and police commission, the recruitment and the hiring of
minorities, and in particular of African Americans, has increased significantly. The
police department and the commission have developed and taken a concerted effort to
locate, recruit, and select qualified minority candidates.

The Committee finds that there has been no diminishment of quality among the
recruits. The Committee finds that the fire and police commission has not lowered any
standard to find minority applicants, and rumors and insinuations of such are unfounded,
untrue, and a smear against these officers.

The Committee believes that many of these unfounded and negative assertions are
grounded in racial bigotry. Such charges divide the community along racial lines and
undermine the effectiveness and credibility of minority police officers.

The Committee finds there has been no curtailment of service to the community
because of these recruitment efforts. Manpower shortages that may have occurred were
the result of normal time lags in the authorization, recruitment, and training of new
officers.

The Committee notes that the success of these efforts is an indictment of the equal
employment opportunity policies and practices of the two previous police administrations
and the fire and police commission during that period.

The Committee further finds that under Chief Arreola, one of the two appointed
deputy chiefs is an African American, and that minority appointment to inspector and
deputy inspector have shown some improvement.

The positions of detective, lieutenant, and sergeant, however, remain disproportion-
ately white. These positions are merit promotion positions. The low ratio of African
Americans and other minorities in these positions reflects, in part, the lower seniority of
minorities in the department.

Recommendation 3.1 The Committee feels it is imperative that the false allegations that
minority recruitment has resulted in a lower police quality be rebutted. The police
department and fire and police commission have not lowered standards and have not
delayed hiring police officers in their recruitment of minority police officers.

The Committee recommends that the department and the fire and police commission
engage in a specific public relations campaign to emphasize to the public that the
recruitment of minority officers has been consistent with predetermined standards and that
the quality and excellence of recent recruits has not been diminished in any respect.

Finding 3.2 Minority officers at the police department have suffered adverse impact in

disciplinary actions. Adverse impact in disciplines is defined as a rate which is more
than six-fifths (6/5) (or 120 percent) of the rate for the group with the lowest rate.
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Adverse impact does not imply discrimination. Rather, it is an indication of a possible
problem area. The Committee is unaware of any internal equal employment opportunity
examination of the disciplinary actions meted out under the current chief.

The League of Martin believes that the disciplinary actions imposed by the current
police administration are racially biased. This perception is driving a wedge between the
police administration and the African American officers. Much of the commendable
effort by the police department and the fire and police commission to recruit and hire
minority police officers is being undermined by the acrimony between the League of
Martin and the police administration over this issue.

The Committee finds the police administration and representatives of the League of
Martin to have integrity and a desire to cooperate in providing effective police service
to the community. This is demonstrated by the cooperation of the league and the
commission in the recruitment of minority police officer candidates. The issue of
disparate minority discipline is straining this relationship.

Recommendation 3.2 The Committee recommends that the League of Martin and the
police department enlist the services of the Community Relations Service, U.S.
Department of Justice, to mediate their differences concerning disciplines and
promotions.

The Committee further recommends that the police administration routinely conduct
an equal employment opportunity audit of all department personnel activity, including
disciplines and promotions. Where there is disparate impact, the department should
develop and execute action-oriented programs designed to eliminate problems and attain
established objectives.

The Committee also supports the five recommendations made by the board of inquiry
regarding police discipline.

1. The department should promulgate and disseminate a policy setting forth the
department’s philosophy of discipline.

2. The department should review disciplinary procedures and conduct research for the
establishment of disciplinary guidelines.

3. The department should require that minor infractions be documented if they are to be
used in future discipline. These infractions may simply be documented in a department-
approved manner, e.g., memo book, sergeant’s report, etc. If documentation does not
exist, previous infractions cannot be used as a basis for currently pending disciplinary
action. The offender must be informed of infractions that are to be documented.

4. Greater emphasis should be placed on the need to be courteous.

5. The department should put increased emphasis on first-line supervision to identify and
attempt to reduce the number of incidents which lead to disciplinary problems.
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In addition, the Committee recommends that the department conduct annual equal
employment opportunity audits of all disciplinary actions to insure that minority officers
are not receiving disparate discipline.

4. Racial Divisions Within the Department

Finding 4.1. There have been numerous studies in the past two decades examining the
Milwaukee Police Department and its relationship with the minority community. Studies
by the Wisconsin Advisory Committee to the U.S. Commission on Civil Rights and other
commissions and agencies concluded that the Milwaukee Police Department, during the
1970s and 1980s, manifested a police culture unsympathetic, and even antagonistic, in
its dealings with the minority communities of the city.

There is a broad consensus among many different citizens, representing many different
organizations, constituencies, and points of view, that this police culture is changing and
that the new administrations in the police department and at the fire and police
commission are committed to improving the relationship between their agencies and the
African American community.

The Community Relations Service of the U.S. Department of Justice has stated that
once a police culture is established, it is difficult to change. The Committee finds that
part of the entrenched culture of the Milwaukee Police Department is a division of police
officers along racial lines. Some of the evidence for this finding is:

»the mayor’s commission on police-community relations finds that racist remarks
are still part of the police culture of the MPD,

»the president of Marquette University and chair of the mayor’s commission on

-police-community relations publicly states that the reality of racial bias among
some MPD officers is beyond question,

»numerous police officers comment on the estrangement of white and black
officers within the department,

»the lawsuit of LEOCARD, alleging that the recent hiring and promotion of
minorities into and within the department discriminates against white officers, and
the counter allegation by the League of Martin that the department discriminates
against black officers in its promotions and disciplinary actions,

» allegations made by b!ack police officers and challenged by white police officers
that the Milwaukee Police Association only represents white police officers, and

» comments by police officers to the Southside Organizing Committee that
standards are lowered to find minority police recruits.

Recommendation 4.1 It is imperative that the racial divisions within the police
department be addressed and ameliorated. The Committee recommends that the United
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States Department of Justice, Community Relations Service, mediate and conciliate the
racial tensions among the police officers in the department.

The department and the fire and police commission should cooperate in this endeavor,
maintain such efforts on an ongoing basis, and incorporate CRS training into curriculums
for new and veteran officers. Further, such a program should involve all officers,
regardless of rank and seniority.

Finding 4.2 On December 3, 1993, a police board of inquiry completed a summary
report on allegations of racial and sexual discrimination brought by 28 minority officers
of the Fourth and Fifth Districts. The board made 32 recommendations designed to help
the Milwaukee Police Department attend to these concerns.

A number of the recommendations are already being implemented and the police chief
has given his approval to proceed with the implementation of those initiatives not yet
underway. The Committee notes, however, that no timetable has been established for
implementing the recommendations of the board.

Recommendation 4.2 The Committee commends the police chief on his decisipn to form
a board of inquiry to examine allegations of race and sex discrimination in the
department. To insure that these efforts to improve race relations in the police
department continue, the Committee requests the police chief to develop a liaison with
this Committee. Specifically, the Committee requests that the police department write
to the Committee on a quarterly basis and inform the Committee on the implementation
of the recommendations of the department’s board of inquiry.

The Committee is resolved to see an improvement in the racial climate of the
Milwaukee Police Department. One year from the release of this report, in conjunction
with the Committee’s commitment to return to the issue of police service, the Committee
will make public its reaction to the implementation of the recommendations of the board.

5. Mayor’s Citizen Commission on Police-Community Relations

Finding 5.1 In 1991 Mayor John O. Norquist established a citizen’s commission on
police-community relations. The commission was created in response to public
expression of dissatisfaction with police department service. Residents complained of
slow response time, racist attitudes, and a general lack of respect from police officers.
These claims are not new. In 1981 a study of community attitudes conducted for the fire
and police commission found similar complaints. The challenge to the mayor’s citizen
commission was to make recommendations that would get to the root of the problem.?

The members of the commission heard testimony from all segments of the community
and made more than 50 specific recommendations for change. The commission’s
recommendations were in five broad areas:

» community-oriented policing,
» police officer training,
» personnel management,

? Mayor’s commission, p. ii.
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»citizen complaints against police officers, and
»the fire and police commission.

The commission was composed of a blue ribbon panel of prominent citizens .from. all
segments of the community. It was chaired by the president of Mar quette University.
The commission’s central conclusion was that good relationships and effectgv? pOl[Clng
are best fostered by community-oriented policing with appropriate training, in a
department which values both its own diversity and the community’s.? )

There has been no followup to the report. There has been no public action by the
mayor to reconvene the commission to determine if any, some, or none of the
recommendations have been implemented. It is another in a series of reports on the
Milwaukee Police Department that has been “put on the shelf.” .

The mayor has ultimate responsibility for the safety and welfare of the PUbl“{- The
mayor appoints the fire and police commission, which in turn selects the police chief and
oversees the activities of the department.

Recommendation 5.1 We recommend to Mayor John O. Norquist that he reconvene a
citizen’s commission on police-community relations for the specific purpose of
determining the implementation, if any, of the “more than fifty specific recommenda-
tions” to the police department and the fire and police commission. The Committee
recommends that this commission include some members of the original blue-ribbon panel

as well as new members. ) .
Such action will pull the report “off the shelf” and back into the community conscious-

ness. The issue of police-community relations has not gone away. _ The mayor’s
commission and its report can have a real impact in improving pollce-commun.lty
relations. It should be utilized by the mayor, the police department, the fire and pOl'lfie
commission, and the citizenry to finally begin to resolve issues that have been festering
in the community for several decades.

6. Crime Victimization as a Civil Rights Issue
Finding 6.1 The Committee finds that African Americans are d.isl..)rqpor.tion?tely victJ_ms
of violent crime in the city of Milwaukee. This disparate victimization is occu.rrmgf
independently of police efforts to curb such violence. Crime victimization is a denial o
civil rights in the most fundamental sense—personal security.

Recommendation 6.1 As part of its duties to investigate denials of equal protection Of
the law, the Committee urges the U.S. Commission on Civil nghts. to c'onsnder a nationa
examination of the crime victimization borne by minorities and minority communities.

3 Ibid., p. i.
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Appendix I
Response of the Milwaukee Police Department

Pursuant to U.S. Commission on Civil Rights administrative procedures, a draft copy
of the report, Police Protection of the African American Community in Milwaukee, was
given to the Milwaukee Police Department on April 5, 1994, for review and comment.
The following May 4, 1994, letter from chief of police Philip Arreola is in response to
the draft report.!

Advisory Committee response to Arreola’s May 4, 1994, letter:

Page 2, Public Safety

The Committee examined crime for the years 1990, 1991, and 1992. Its finding set
out in chapter 2 is that crime, particularly violent crime, is much higher in the African
American neighborhoods than in the white neighborhoods. This forms the basis for
studying whether the Milwaukee police give the same level of protection to black
neighborhoods as to white neighborhoods.

Notes, appendix A

1) A correction is made to the text.

2) The text is updated reflecting the reorganization.

3) Corrections are made to the text.

4) The entire note is added to the text and cited.

5) The MPD denied requests from the Committee to provide deployment information
of such special units, arguing it would compromise police efforts to combat crime.

6) Reference in the text to interdistrict dispatching being used for priority 4 calls is
deleted from the text.

7) Comments of Dr. Stojkovic in the text are clarified following a telephone
interview.

8) The Committee acknowledges the comment.

9) Corrections are made to the text.

10) The word "supervisor" is deleted from the text.

11) A footnote is placed in the text referring the reader to note 11 of the police
response. ‘

12) The Committee acknowledges that its disciplinary analysis is based on the
assumption that each disciplinary action represents a different individual. The
Committee remarks that it only observed adverse impact, not discrimination. In
its recommendations it urges the police to investigate such disparities to insure that
there is no discrimination.

! A draft copy was also provided to the Milwaukee Fire and Police Commission. The response of Nicol Padway, chair of the fire
and police commission, noted technical errors in the text. These corrections were incorporated into the text and attributed to Padway
in footnotes.

79



UCLE,
Te . Philip Arreola
hm“ al]l{ee Department of Police Chief of Police
May 4, 1994

Ms. Constance M. Davis, Regional Director
United States Commission on Civil Rights
Midwestern Regional Office

Xerox Centre, Suite 410

55 West Monroe Street

Chicago, Mllinois 60603

Dear Ms. Davis:

I appreciate the opportunity to review and respond to the draft report entitled "Protection of the
African-American community in Milwaukee.” I view the report as being favorable toward our efforts
to improve policing in Milwaukee and reach out to all segments of the community. I_-Iowever, I have not
been provided with a full and complete copy of the report including any conclusions, comments, or
recommendations that may be made. Therefore, a comprehensive response is difficult to present.

As noted in the report, the department cooperated fully in providing any and all records the
committee requested.’ Hundreds of documents and other information were made available, upon request,
to the committee. I presented testimony and answered questions at the committee hearings, and my staff
was made available for interviews. In addition, the committee heard from various groups representing
various segments of the city’s population. This information provided the basis for the report. The draft
report, as presented so far, accurately reflects the progress that the department has been made in recent
years. However, it does contain some factual errors which I feel compelled to address. A summary of
those errors and the correct information is included in Appendix A.

The committee also relied to some degree on anecdotal information in preparing this report. ’I:he
testimony of individuals is certainly a valid method of collecting information. However, I would caution
that several factors must be considered before reaching any conclusions based on the testimony.

First, the experience of one or even a few individuals does not provide sufficient evidence to
demonstrate a general practice. More importantly, the opinions of an individual are often formed !)y
experiences which may have occurred years earlier, as is the case with some of the presenters. While
such opinions may reflect an individual’s current perception of an agency, it may not reflect current
practices. Finally, some of the individuals who provided testimony did so as representatives of a group
representing the interests of a narrow constituency.

With that in mind, there are several broad areas of concermn which I would like to address in some
detail.

Solice Administration Building. 749 West State Street. Post Office Box 531. Milwaukee Wisconsin 33201
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Page 2

LIC SAFE
Public safety for all citizens is a top priority within the city of Milwaukee. As the committee
noted, police services account for nearly 30 percent of the city’s ‘entire budget. In recent years, the
police department budget has increased, even as other city departments have faced diminishing
appropriations. This strong commitment to reducing crime has the support of the public, as well as our
elected officials.

This commitment has paid great dividends to the citizens of our community in enhancing their
safety and reducing the level of crime and disorder. While we are not satisfied with the crime rate in
Milwaukee, it is important to note that Milwaukee compares very favorably to other cities with similar
populations. While duly noting this progress, the committee reported that the level of crime in the
African-American community in Milwaukee "appears to be increasing with little sign of abatement.*
While the incidence of crime in the African-American community is far too high, I do not concur with
this conclusion.

Employing the 48 census tracts which the committee identified as predominantly African-
American, we compared 1989 (the base year used by the committee) to 1993 Part I offenses. These were
the same index crimes used by the committee to evaluate the “general public safety® in the city as a
whole. The data shows that the total number of crimes actually declined by 1,415. That translates into
a 10 percent reduction in crime in these predominantly African-American neighborhoods. A graphic
comparison of this data is provided in Appendix B.

PERSONNEL ALLOCATION
The report accurately points out that the department’s manpower is actually allocated according

to its declared allocation matrix. Allocation of the patrol force between police districts is based on a
matrix which weighs five separate criteria. However, the report contends (page 24) that "priority one
calls are responses to a crime in progress, priority two calls are responses to victims of violent crime.*
Not only is this statement an error, but it would seem to suggest that the allocation matrix is flawed
because it does not give enough weight to victims of violence. The presence or absence of violence is
only one element of a call. While our call priority system considers the level of violence involved in an
incident, it does so in terms of a need for immediate response. The priority given to an assignment
reflects the urgency of the situation and the need for an immediate response. Consequently, a gas leak,
explosion, or personal injury traffic accident requires a priority one response even though a violent
criminal act is not involved. At the same time, a violent crime such as a battery, which occurred days
earlier, no longer requires an immediate response and is designated priority three. To over emphasize
violence in assigning priorities would result in a skewed response that would ignore the danger of injury
or death in other categories of calls. Accordingly, the allocation matrix is weighted by the number and
type of calls within a district which require an immediate response.

While this matrix allows us to consider the number and urgency of service requests, population
density, geographic area and crime rate, this formula alone was not enough.

As noted by the committee, community concerns were raised that the experience level on the night
shifts was too low to permit mentoring by more senior officers. In addition, an analysis of our call
volume indicated that a more equitable distribution of the workload could be achieved by modifying the
existing shift schedules. These concerns were addressed with the establishment of a new shift with the
hours of 12 p.m. - 8 p.m. The effect of this change was to better match the number of personnel
working at any time to the workload and to better mix the experience level of the officers. Appendix
C and D display our allocation before and after this change.
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Page 3
DISCIPLINARY ACTION

The decision to abide by or disregard the department’s rules and standards of conduct rests solely
with the individual officer. Any breach of discipline is an individual act and must be judged and
responded to as such. It is my position that the faimess of disciplinary actions cannot be evaluated by
simply tabulating the demographic characteristics of the members who have been disciplined. Rather,
each disciplinary matter must be evaluated individually, based on the circumstances of the particular
incident. During my administration of the department the race, gender, or other demographic
characteristics of those disciplined have never been, are not now, and never will be a determinate factor -
in deciding discipline. It would be completely inappropriate to administer or withhold discipline in order
to assure a proportional distribution of discipline across all demographic groups.

The first suggestion of racial inequity in disciplinary matters was raised with respect to discharge.
At that time, I provided a written response to all department members, which is included in Appendix
E. Upon review of the circumstances of these cases, it is difficult to conclude that termination was an
inappropriate consequence in any of them. The specifics of each case have been and will continue to be
the basis upon which disciplinary decisions are made,

In January of 1991 the Milwaukee Police Department instituted a Recruiting and Background
Investigation Section. We became convinced that through aggressive recruiting efforts, the diversity of
the department could be enhanced. We sought to more closely mirror the demographics of the city by
increasing the pool of qualified minority applicants. These efforts have proven worthwhile and highly
successful and have moved us closer to the goal of mirroring the diversity of the community we serve.
In conjunction with these efforts, representation of women and minorities has increased within the
command ranks of the department as well.

At the end of 1990, the Milwaukee Police Department employed 217 African-American, 87
Hispanic, and 162 female officers. In April of 1994, there are 340 African-American officers, an
increase of 57 percent. There are now 135 Hispanic officers, an increase of 55 percent. Female officers
number 255, an increase of 57 percent over the number in 1990.

This statistical data only serves to underscore the department’s commitment to valuing diversity
and to establishing credibility and trust with all citizens in this community. While these efforts have been
very successful, we realize that constant effort is necessary and must be sustained. This type of progress
can be expected to continue in the future,

TRAINING )

The department recognizes that in order to implement community oriented policing, change its
management style, impact on promotions and assignments, and become a more customer focused
organization, sufficient training must occur. To accomplish this, all components of our training have
been examined and updated. Community oriented policing concepts and strategies have been added to
all levels of training. Increased numbers of department members have received specialized training that
will result in more effective performance at their work levels. More supervisors and managers have
received higher levels of management training than in the past. This training includes Northwestern
University Traffic Institute’s School of Police Staff and Command, the International Association of
Chief’s of Police Senior Police Institute, the Federal Bureau of Investigation's National Academy, and
others.
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Page 4

In 1993 the department began a training program entitled "Valuing Diversity.* This program
was developed in conjunction with the Police Foundation. It identifies community policing as our
organizational philosophy, sought input from many community groups and groups within the department
and designed a program unique to this department. It uses training methods that enable all the
participants to understand and acknowledge the cultural diversity of the department and of the community.
The 16 hour course will have been presented to all members of the department by the summer of 1994.
In addition the theme of valuing diversity will also be a component of future training programs.

COMMUNITY ORIENTED POLICING

Throughout the report there are numerous references to the Milwaukee Police Department in the
past as being, "isolated from the community® and "uncooperative with other agencies.” In contrast in
1993 the department cooperated with the Wisconsin Advisory Committee and has to a great extent
improved its relationship with the community. This improvement is due in part to the implementation
of community oriented policing as the "corporate philosophy* of the department. Prior to my arrival
specialized programs were implemented that paved the way for community oriented policing. The
establishment of a Crime Prevention Division and its related activities, neighborhood foot patrols, and
an increased level of interaction with all segments of the community, were the foundation on which
community oriented policing in Milwaukee was based. Since my appointment to the department, these
efforts have been expanded. The department has increased its participation in such programs as DARE
and GREAT. It formed "school squads" to deal with the problems in the schools. The Community
Oriented Policing Advisory Committee (COPAC) and Remove Area Gang Environments (RAGE), joint
citizen/police committees, were formed to deal with larger community issues. District Commanders meet
regularly with their constituents. These meetings include the identification of problems as indicated by
the community, the joint development of strategies designed to impact on those problems and an
evaluation of the methods employed. Several districts now employ citizen/police problem solving teams
to deal with more localized issues.

We began community oriented policing demonstration projects in two areas of the city. The
Metcalfe Park Project, began in 1990 and Milwaukee’s first major community oriented policing project,
has had a sustained 52 percent drop in Part I, UCR crimes and a sustained 29 percent reduction in all
crimes. Of equal importance are the housing rehabilitation, youth activity programs, health care facility
and a functioning neighborhood organization accomplished within the project. This project is in the heart
of the African-American community.

A second project, Avenues West, began in November of 1992, also shows similar positive
progress.

However, community oriented policing is more than just an increase in citizen interaction, better
community relations, beat level problem solving and foot patrol. While these tactics have been
successfully employed before in apprehending criminals and preventing crime and can be successful
community oriented policing strategies, they are not the core principles. A focus on our customers
(citizens) needs, a desire to serve (not control) the public, and a recognition of the public demand that
we deal with the causes of crime are at the heart of this concept. The department recognizes that adding
these new principles to the police mission is not an easy task. Every component of police work,
recruitment, training, evaluation, promotion, assignment and management style has to be examined and
adapted. Successfully implementing a change of this magnitude must be thought out thoroughly and
managed carefully and patiently. To suggest, as the report does, that the implementation of community
oriented policing has been slowed, or is not succeeding in Milwaukee, is incorrect. Progress, while slow
to some, is and will continue to occur.
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Page §

OUR MISSION

The draft report quoted the department’s mission statement on (page 15). This mission statement
was developed by the department in 1990 in recognition of the changing community needs. It and its
related value statements reflect our strong and sincere commitment to serving all members of this
community. It is the basis for many of the recent changes made in the organizational structure and
philosophy of the department and it drives our daily activities.

The committee’s draft report cites the Community Relations Service (CRS) of the U.S Department
of Justice which stated that all police department’s have a culture and this culture impacts on how the
police relate and interact with the community. To develop a positive culture, CRS recommends that a
police department should:

] involve the community in the delivery of services and be accountable to the community
’ it serves;

L understand and acknowledge that cultural diversity is important to contemporary law
enforcement efforts and;

L have a department complaint procedure that is set forth in writing and conveyed to the

public and be open to receive complaints and willing to aggressively examine allegations
of abuse.

With the advent and acceptance of community oriented policing as the corporate philosophy of
the Milwaukee Police Department, the first recommendation is being adequately met. Second, cultural
diversity is visibly recognized by the Milwaukee Police Department as a prerequisite to a success.ﬁxl
implementation of community and enforcement initiatives. Finally, the citizen complaint process is being
revised by both the Milwaukee Police Department and the Fire and Police Commission to make it more
accessible and meaningful to the community.

Significant changes have taken place within the Milwaukee Police Department in recent years.
While remaining focused on crime, our efforts to reach out to all parts of the community and enlist their
cooperation and support have expanded. The success of these efforts can be measured in part by some
of the comments quoted in the report itself:

Alderman Frederick Gordon: " the police department under the direction of Chief Arreola, is
doing a better job in serving the black community.” (page 27)

Father Albert Diulio, president of Marquette University: "Relations between the police and the
community have improved markedly in recent years.” (page 34)

“There was testimony among many different organizations and points of view that Chief Arreola
is committed to improving the relationship between the department and the African-American
community.® Footnote made reference to Stan Stojkovic (Criminal Justice Department, UW-
Milwaukee), Jeannetta Robinson, Felmers Chaney and Wesley Scott (Chamber of Commerce).
(page 37)

These changes are the result of the implementation of our mission statement.
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Tage 6

In conclusion, these and other efforts have contributed to the department’s progress in addressing
the problem of crime in Milwaukee. To the extent they have been successful, credit must be given to
those officials who have made law enforcement a top priority, the citizens who have offered their
cooperation and support, and department members who have carried out their duties with zeal and
discretion. At the same time, we recognize that much more remains to be done and it is to that effort
that we are committed.

Sincerely,
éHﬂ.IP ARRE&
CHIEF OF POLICE
pa:pr
attachments
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APPENDIX A

Page 4 - Reference to information attained from Fraternal Order of Police; the Milwaukee Police
Association is the labor organization representing police officers in Milwaukee. They are not

affiliated with the Fraternal Order of Police.

Page 20 - Reference to Juvenile Division; this division has been reorganized to include the Sexual
Assault Unit and is now the Sensitive Crimes Unit.

Page 20 - Reference to the chain of command in the police districts; each district has three
Lieutenants. They do not have a separate Lieutenant for the Power shift. However, District One

has an additional Lieutenant assigned to the Tactical Enforcement Unit.

Page 24 - Reference to deployment formula and priority one and two calls for service; it is
incorrect to claim *priority one calls are responses to a crime in progress, priority two calls are
responses to victims of violent crime.® Neither does a priority necessarily reflect the level of
violence involved in an incident. Rather, the priority given to an assignment reflects the urgency
of the situation and the need for an immediate response. Consequently, a gas leak, explosion, or
personal injury traffic accident requires a priority one response even though a violent criminal act
is not involved. At the same time, a violent crime such as a battery, which occurred days earlier,

no longer requires an immediate response and is designated priority three.

Cpnsequently, the deployment formula is weighted by the number and type of calls within a
district which require an immediate response.

Page 25 - Table 3-4; this table and subsequent analysis attempts to compare squad patrol with
crime rates in police districts. An accurate comparison would require the addition of patrol
performed by specialty units, such as the Tactical Enforcement Unit, Violent Crimes Task Force,

Gang Crimes Unit, etc.

Page 30 - Reference to inter-district dispatching; inter-district dispatching is a management tool

that allows us to respond to unusual service demands in a particular area of the city. Inter-district

dispatching is used when necessary to provide timely response to priority emergency, one, two,

::ﬁ three calls for service. Inter-district dispatching is not authorized for response to priority four
s.

Page 47 - Reference to the importance of response time; I believe that the statement attributed to
Dr. Stojkovic, that "an essential key to effective policing is response time" is a misunderstanding
of his position. The research shows, and Dr. Stojkovic is aware, that in the vast majority of calls,
police response time is not related to the likelihood of apprehending the perpetrator. The reason
for this is that the victims often delay notifying police until a rapid response is no longer of any
value. While we strive to respond to calls as expeditiously as possible, response time cannot be
equated with effective policing.

Page 51 - Reference to Day shift assignment by seniority; contract provisions of this nature are
not unique to Milwaukee. In a recent survey of 10 cities of comparable size, six had some form
of shift assignment preference based on seniority. These cities include Columbus, Ohio; Boston,
Massachusetts; Cleveland, Ohio; Indianapolis, Indiana; San Francisco, California; and Memphis,

Tennessee.
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9)

10)

11)

12)

APPENDIX A - CONT’D

Page 67 - Reference to the highest ranks in the department; the ranks in descending order are
Assistant Chief, Inspector, Deputy Inspector and Captain.

Page 68 - Reference to certain ranks being predominantly white; there is no rank of "supervisor”
in the department. If this reference is intended to mean the promoted rank of Detective, I would
add that Detective is not a supervisory rank.

Page 72 - Reference to disparate discipline handicapping promotion opportunities for minority
officers; a "blemished service record” is not a component in the testing process for promotions
within the Milwaukee Police Department. Since past disciplinary actions are not considered, they
do not have any impact on opportunities for promotion.

Page 74 - Reference to the proportion of black officers disciplined is based on an assumption that

each disciplinary action represents a different individual. The assumption is incorrect. For

gxample, you will note in Appendix E that a single officer was disciplined repeatedly before being
ischarged.
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APPENDIX E
MILWAUKEE POLICE DEPARTMENT

MEMORANDUM August 11, 1993

TO: ALL DEPARTMENT MEMBERS
FROM: CHIEF PHILIP ARREOLA

SUBJECT: DISCIPLINARY ACTIONS

Recenuy, __ _ations have been raised that members of the Milwaukee Police Department
have been discharged for "trivial” reasons.

I wish to assure all members of the Department that my responsibility in disciplinary
matters is taken very seriously. Disciplinary action is only taken after a thorough investigation
and after affording the member an opportunity to meet and discuss the matter in person.
Consideration is given to the best interests of the member, bearing in mind the need to maintain
public confidence in the Milwaukee Police Department. Termination of employment is
undertaken only in instances of serious misconduct. It must also be remembered that such action
is subject to the oversight of the Board of Fire and Police Commissioners, various regulatory
agencies and the judiciary.

The following is a summary of the Police Officers discharged from the service since
January of 1992, with a brief description of the incident which resulted in termination. The
identities of the individuals have been omitted to avoid any personal embarrassment. I hope that
this information will help to allay any concems that may exist regarding the factual basis of
disciplinary actions.

May 28, 1993 - A Probationary Officer was discharged after t.:ngaging.in actions which
resulted in criminal charges of having Sexual Intercourse with a Child and Battery -
Domestic Violence.

May 27, 1993 - A Probationary Officer was discharged after an incident in which the
member was intoxicated and arrested for Endangering Safety by Use of a Dangerous
Weapon.

May 27, 1993 - A Probationary Officer was discharged after an incident in which the
member was cited for Duty Upon Striking Property Adjacent to a Highway and was
untruthful regarding his actions in the incident.

May 13, 1993 - A Police Officer was discharged after an investigation revealed that the

member was residing outside the City and engaged in the operation of a business without
the approval of the Chief.
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PAGE TWO
MEMO - DISCIPLINARY ACTIONS

May 13, 1993 - A Probationary Officer was discharged after it was learned that the
member was the subject of an on-going federal investigation of corporate theft. The theft
occurred at the member’s former place of employment, immediately preced%ng
appointment to the police department. The gravity of the offense and supporung
evidence warranted discharge prior to final adjudication.

May 6, 1993 - A Police Officer was discharged in connection with an off duty incident

which resulted in criminal charges. The member was intoxicated, struck an occupied
vehicle causing personal injury and fled the scene.

April 8, 1993 - A Probationary Officer was discharged after an investigation which led
to the member’s arrest and prosecution in connection with a felony offense of Theft.

January 29, 1993 - A Probationary Officer was discharged after an investigation revealed

that the member accepted $100 to assist another person in fraudulently obtaining a motor
vehicle operator’s license.

January 15, 1993 - A Probationary Officer was discharged for medical reasons. The
member was unable to meet the physical requirements associated with recruit training.

A medical evaluation concluded the member was medically unfit for the position of
Police Officer.

January 14, 1993 - A Probationary Officer was discharged after an incident in which the
member, while off-duty and intoxicated, pointed a handgun at another person and made

threatening statements. The member was also untruthful in the subsequent investigation
of the matter.

November 13, 1992 - A Police Officer was discharged in connection with several acts
of misconduct. The member was convicted of a felonious crime involving insurance

fraud. The member also reported for duty while intoxicated, disobeyed orders to submit
to an alcohol test, and was residing outside the City.

October 20, 1992 - A Police Officer was discharged after pointing a firearm at a citizen
while on duty and intoxicated and being charged criminally in the matter. The member

also engaged in a business without approval of the Chief and used his position to advance
that business.

August 14, 1992 - A Police Officer was discharged in connection with separate incidents
of misconduct. While on suspension. the member contacted a reporter with information
regarding an active homicide investigation and accompanied the reporter to a witness'’

place of employment, while withholding the information from the Department. The
member also engaged in an act of non-consensual sexual activity.
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PAGE THREE
MEMO - DISCIPLINARY ACTIONS

July 13, 1992 - A Police Officer was discharged after an incident in which the member
used force against a citizen unnecessarily and was criminally charged with 2 counts of
Battery.

June 19, 1992 - A Police Officer was discharged after an investigation revealed multiple
acts of misconduct. The member left his assigned area while in uniform and on duty,
and engaged in non-consensual sexual activity. That same member also failed to
investigate or report a complainit of Recklessly Endangering Safety. (Reduced to sixty
day suspension by the Fire and Police Commission).

June 19, 1993 - A Police Officer was discharged in connection with an incident in which
an off duty injury was falsely reported as having occurred while on duty. This was the
seventh time the member faced formal disciplinary action for misconduct.

May 4, 1992 - A Police Officer was discharged after an investigation of sexual
harassment allegations. The member engaged in inappropriate sexual conduct over a
period of several years.

February 28, 1992 - A Probationary Officer was discharged following a series of rule
violations. The member failed to inform the Department that his motor vehicle license
had been suspended and operated a vehicle after the license was suspended. The member
was arrested for Battery (Domestic Violence), but not charged because the victim refused
to prosecute. The member was discovered sleeping on-duty and was untruthful regarding
the matter. The member was also late for work five times during a seven month period.

January 29, 1992 - A Probationary Officer was discharged following several incidents
of misconduct. Several days after citing a female driver, the member began repeated
attempts to proposition her, resulting in a complaint of stalking. The member also failed
to inventory a confiscated firearm and was untruthful in the subsequent investigation.
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Appendix II
Milwaukee Population and Crime by Census Tract

black viol,

prop mis tot
CT pop pop cm cm cam crm
1 7838 1349 72 1171 548 1791
2 9193 1400 34 574 376 984
3 9260 1767 17 378 241 636
4 2507 276 11 254 89 354
S 8447 720 49 934 333 1316
6 6437 825 12 473 257 742
7 3842 810 25 378 154 557
8 4854 1166 9 248 161 418
9 3727 1186 13 309 189 511
10 3534 908 19 241 179 439
11 3096 1514 19 260 181 460
12 3079 1928 44 268 297 609
13 371 1092 36 369 229 634
14 2506 519 11 136 103 250
15 3214 772 26 249 203 478
16 2813 410 12 168 124 304
17 4367 451 18 349 164 531
18 3471 1650 22 184 178 384
19 3756 1572 42 268 185 495
20 2710 853 28 264 146 438
21 2569 1283 37 281 238 556
22 1987 640 7 121 96 224
23 4912 4068 31 399 222 652
24 2619 2007 60 355 228 643
25 2233 1362 52 178 160 390
26 3243 2138 30 239 148 417
27 2240 1132 13 90 68 171
28 2428 1311 20 171 138 329
29 2190 548 21 123 87 231
30 3672 764 14 283 174 471
31 3252 889 21 378 127 526
32 2584 331 24 180 97 301
33 4mm 580 21 314 172 507
34 5043 87 16 258 123 397
35 3211 551 31 322 174 527
36 1926 747 52 657 320 1029
37 2362 739 7 174 80 261
38 2392 1386 25 196 98 319
39 2942 2386 40 248 170 458
40 3019 2207 39 232 211 482
41 2751 2086 30 274 181 485
42 3629 3442 87 352 364 803
43 6605 6255 84 712 381 1177
44 3409 2300 54 476 261 791
45 3440 3295 63 388 250 701
46 3593 3467 86 351 221 658
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Milwaukee Population and Crime by Census Tract (continued)

CT
47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
2!
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86
87
88
89
90
91
92
93

pop
5371

4695
5090
4802
3176
1629
1932
3878
3636
2289
2422
3380
3552
2730
2709
3817
3675
3868
3675
4688
2266
3798
3418
4150
2208
3141
2566
3495
2826
3614
4110
3668
1950
2531
1962
1489
1873
2017
1906
2395
2477
3326
2471
3837
3106
2106
2750

black
pop
5155
3854
2722
808
498
34
16
70
19
19
17
46
363
1254
1794
3105
3520
3741
3561
4621
2215
3688
3061
3603
421
482
44
122
57
102
179
65
215
689
1486
1441
1842
1975
1873
2342
2413
3257
2230
3304
2182
765
197

prop
am
369
422
440
372
262
105
84
114
83
3
62
264
326
253
301
303
396
314
219
306
165
268
205
310
217
347
189
73
202
325
486
312
211

151
128
170
202
178
166
192

61
310
382
415
314

95

mis
cm
341
365
234
145
142
15
36
95
47
15
41
85
160
152
219
361
378
392
296
461

303
282
425
182
173
89
43
60
137

144
140
227
171
251
255
217
230
275
259
339
367
479
428
217
110

tot

806
873
733
534
423
139
126
213
132

58
110
359
517
429
551
735
872
795
584
869
437
643
538

434
540
295
116
269
475
742
484
386
490
380
459
502
490
469
499
517
452
786
958
926
556
340



Milwaukee Population and Crime by Census Tract (continued)

94
95
96

98

100
101
102
103
104
105
106
107
108
109
110
111
112
113
114
115
116
117
118
119
120
121
122
123
124
125
126
127
128
129
130
131
132
133
134
135
136
137
138
139
140

pop
2780

2462
3501
2993
2437
2684
1380
1440
1355
1036
1120
1379
1812
2419
2603
5317
3209
1310
1923
1506
421
536
1746
504
1039
1091
1251
1091
3655
1413
2787
2158
2578
1306
2868
3193
2067
724
943
1358
3415
2482
3406
2378
1824
1077
972

black
pop
82
253
2599
2322
2210
2403
1305
1411
1330
1025
1074
1279
1242
750
230
304
370
105
221
102
206
3N
1518
499
993
1018
1023
763
2184
633
388

18

59
17

145
65
183
1292
1580
1794
1643
1530
908
724

viol.
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WWwWwIw ~ 00 \O §
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prop

114
110
414
258
293
273
229
183
169
137
205
123
102
245
389
530
286
236
198
321
121

70
142

55

7¢
134
117
107
294
299
196
125

88

63

77

70

52

16
451
110
209
249
279
327
114

136

96

571
366
471
459
254
236

90
162
129
162

177
238
154
103
135
71
41
59
123
79
113
240
199
146
397
212
135
54
59

85
104
58
17
207
78
258
468
323
538
129
81
80

tot

168
173
1076
705
370
829
555
465
436
264

283
296
508
599
813
467
356
356
405
174
143
289
151
213
424
372
282
777
549
344
186
153
108
169
175
110
33
675
196
512
827
678
995
259
150
247



Milwaukee Population and Crime by Census Tract (continued)

CT
141
142
143
144
145
146
147
148
149
150
151
152
153
154
155
156
157
158
159
160
161
162
163
164
165
166
167
168
169
170
171
172
173
174
175
176
177
178
179
180
181
182
183
184
185
186
187

pop
1245

571
2129
2091

847
4149
2659
2482
2755

672
1462

436

223

273
1169
1394
3903
3326
3331
2687
2910
2989
4673
4840
2913
2168
3067
2923
3414
4920
2069
1992
2878
2560
3620
2513
1740

246
3535
3162
2003
1962
3016
1549
1714
2492
3072

black
pop
1171
533
83
113
568
792
707
1000
912
74
63
89
9

s
24
69
150
138
91
47
22
39
99
212
146
70
75
91
71
47
11
3
24
24
7
50
33
0
18
17
10
10
6

8

2
17
24

viol.
crm
15
25
9
43
42
49
44
102
77
12
6
61
19
14
23
24
43
39
30
9
8
11
38
53
18
16
40
35
28
22
4
6
10
23

prop
am
160
258
262
694
485
288
278
340
327
176
186
1006
523
144
302
133
231
206
302
172
157
186
287
343
188
136
353
389
253
297
140
81
204
186
338
226
119
107
198
126
110
96
161
120
159
200
178

97

mis
am
102
110
86
272
485
229
197
375
300
52
77
465
259
75
177
126
287
339
248
198
128
161
387
465
309
184
393
365
358
324
91
62
162
229
373
222
128
137
201
133
91

120

62
112
189
184

tot

393
357
1009
1012
566
519
817
704

269
1532
801
233
502
283
561
584
580
379
293
358
712
861
515
336
786
789
639
643
235
149
376
438
739
468
252
251
412
267
203
162
291
185
273
397
370



Milwaukee Population and Crime by Census Tract (continued)

black viol. prop mis tot

CT pop pop am com cam cam
188 1584 . 20 6 123 158 287
189 1331 5 0 89 88 177
190 4334 4 4 142 88 234
191 2964 27 3 134 71 208
192 3240 15 3 54 48 105
193 2831 1 2 34 42 78
194 3470 3 4 78 92 174
195 3677 4 1 55 77 133
196 3673 2 1 66 67 134
197 5632 6 7 118 81 206
198 5066 42 6 120 147 273
199 3799 5 1 73 55 129
200 3141 33 11 392 214 617
201 3124 39 11 207 182 400
202 2824 66 6 156 87 249
203 3263 3 6 197 84 287
204 2518 6 16 163 165 344
205 2501 12 3 173 109 285
206 3780 39 5 142 104 251
207 4718 7 5 131 110 246
208 3715 11 2 113 88 203
209 2640 3 5 71 63 139
210 2254 10 1 57 49 107
211 1508 2 4 42 39 85
212 2229 6 2 83 69 154
213 1410 59 2 82 61 145
214 3065 78 11 199 113 323
215 2679 5 2 68 51 121
216 4452 23 9 304 153 466
217 6598 19 5 277 217 499
218 2569 6 2 63 43 108

tot 628202 191259 6889 51593 41184 99666

Source: U.S. Commission on Civil Rights, Midwestern Regional Office. Census tract data is from the 1990 census. Crime figures
are from City of Milwaukee 1991 Public Safety Report, Milwaukee fire and police commission. Violent crime includes homicide,

robbery, rape, and assault. Property crime includes burglary, theft, auto theft, arson. Other crime includes battery, vandalism, and
other crimes.
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Appendix III
Milwaukee Police Department, Position Profile, December 1992

Position title Auth Actual White Black Hisp Indian Asian
Chief of Police 1 1 0 0 1 0 0
Asst Chief 2 2 1 1 0 0 0
Inspector 5 4 4 0 0 0 0
Deputy Inspector 6 6 4 1 0 1 0
Captain of Police 26 26 23 3 0 0 0
Lieutenant 36 37 33 2 1 0 1
Admin. Lt. 1 1 1 0 0 0 0
Sergeant 182 180 156 17 6 1 0
Admin. Sgt. 5 6 5 1 0 0 0
Lt of Detectives 29 29 28 1 0 0 0
Detective 208 207 167 28 8 4 1
Police Officer 1472* 1462 1080 253 106 23 2
Safety Officer 1 1 1 0 0 0 0
Payroll Supervisor 1 1 1 0 0 0 0
Elec. Tech. Foreman 1 1 1 0 0 0 0
Electronic Tech. 10 9 9 (1] 0 0 0
Chief Police Alarm 1 1 1 0 0 0 0
Disp. Sys. Spec. 1 1 1 0 0 0 0
Alarm Operator 39 26 24 2 0 0 0
Police ID Sup. 1 1 1 0 0 0 0
Identification Sup. 2 2 2 0 0 0 0
Chief Doc. Exam. 1 1 1 0 0 0 0
Document Examiner 3 3 3 0 0 0 0
Latent Print Exam. 1 1 1 0 0 0 0
Ident. Tech 28 23 20 2 1 0 0
Audio Visual Spec 1 1 1 0 0 0 0
Cust. Police Prop 1 1 1 0 0 0 0
Court Liason Officer 2 0 0 0 0 0 0
Narcotics Control 1 1 1 0 0 0 0
TOTAL 2068 2035 1568 311 123 29 4

* Includes policewoman and police matron. These positions will convert to police officer when incumbents retire.
Source: Milwaukee Fire and Police Commission, City of Milwaukee 1992 Public Safety Report.

Appendix 1V
Milwaukee Police Department, Dismissals and Resignations, By Race, 1983-1992
start of yr emp resignations  terminations
Year w B W B w B
1983 1832 162 12 7 11 1
1984 1803 188 7 7 1 1
1985 1754 194 i1 1 4 3
1986 1729 221 10 3 3 1
1987 1656 225 11 13 1 5
1988 1634 212 8 12 0 1
1989 1632 214 13 6 3 4
1990 1542 214 17 4 2 3
1991 1491 217 20 2 4 1
1992 1516 259 30 4 3 3

Source: Midwestern Regional Office, USCCR, from data provided by Milwaukee Fire and Police Commission.
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Appendix V i
SQUADS - DISTRICT THREE
DATE DAY SHIFT | EARLY SHIFT | POWER SHIFT
09/01/92° 13 16 7
09/02/92 13 14 8
09/03/92 1S 17 9
09/04/92 14 18 6
09/05/92 1 15 6
09/06/92 1 15 7
09/07/92 13 17 8
09/08/92 15 15 8
09/09/92 14 15 8
09/10/92 13 15 9
09/11/92 14 17 9
09/12492 13 14 7
.09/13/92 1 1 6
09/14/92 12 12 6
09/15/92 14 13 5
09/16/92 13 15 8
09/17/92 14 16 9
09/18/92 1 14 7
09/19/92. 13 12 6
09/20/92 12 12 8
09721192 13 14 9
09722192 13 16 9
09/23/92 14 15 8
09/24/92 14 14 7
09725192 13 15 6
09/26/92 13 12 7
09/27/92 12 12 7
09/28192 10 12 7
09/29/92 1 15 9
09/30192 14 12 7
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SQUADS - DISTRICT FIVE

DATE DAY SHIFT EARLY SHIFT POWER SHIFT LATE SHTFI'JI
09/01/92 1 14 6 1 -
09/02/92 i 16 6 12
09/03/92 1 15 6 12
09/04/92 1 16 6 1
09/05/92 11 13 6 12
09/06/92 1 14 5 n
09/07/92 1 14 6 1
09/08/92 12 14 6 1
09/09/92 13 14 6 12
09/10/92 i 14 6 12
09/11/92 1 13 5 10
09/12192 1 14 5 10
09/13/92 11 14 5 11
09/14/92 12 15 5 1
09/15/92 1 1S 6 12
09/16/92 12 16 6 1
09/17/92. 12 16 6 10
09/18/92 1 14 6 1
09/19/92 1 13 5 10
09/20/92 12 14 6 10
09/21/92 12 14 6 12
09/22/92 1 14 5 1
09/23/92 1 14 5 12
09/24/92 11 14 5 11
09/25/92 11 13 5 11
09/26/92 12 14 5 12
09/27/92 1 13 5 9
09/28/92 13 12 5 12
09/29/92 12 14 5 1
09/30/92 1 12 6 10

101



SQUADS - DISTRICT SEVEN

llr DATE DAY SHIFT | EARLY SHIFT' | POWER SHIFT | LATE SHIFT

09/01/92 14 2 14
09/02/92 13 ) 14
09/03/92 12 ) 14
09/04/92 12 26 14 |
09/05/92 13 25 14
09/06/92 13 26 13
09/07/92 14 27 13
09/08/92 14 28 14
09/09/92 14 25 13
09/10/92 15 26 14 H
09/11/92 14 2 14
09/12/92 13 P 13 |
09/1392 12 26 13 |
09/14/92 14 26 14
09/15/92 14 2 ‘13 H
09/16/92 13 28 14 |
09/17792 13 27 14 1
09/18/92 13 26 2 |
09/19/92 9 2 13 |
0972092 12 28 13 |
0912192 13 27 "
09722192 13 27 13 |
09/23/92 14 25 "
09124192 14 27 4 |
09/25/92 1s 2 14 |
09726/92 14 25 13 I
09/27/92 14 2 12 |
09/28/92 13 24 12 |
09/29/92 1s ) ¥ |
09/30/92 14 25 13 |




Appendix VI

FOOT PATROL - DISTRICT THREE

L

DATE

DAY SHIFT

EARLY SHIFT

POWER SHIFT

LATE SHIFT ‘q
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FOOT PATROL --DISTRICT FIVE

DATE

DAY SHIFT

EARLY SHIFT

POWER SHIFT

LATE SHIFT

09/01/92

0

09/02/92

09/03/92

09/04/92

09/05/92

09/06/92

09/07/92

09/08/92

09/09/92

09/10/92

09/11/92

09/12/92

09/13/92

09/14/92

09/15192

09/16/92

09/17/92

09/18/92

09/19/92

09720/92

e T O

09721192

0922492

09/23/192

09724192

09725192

09726/92

0927/92

09-28/92

09:29/92

09-30/92

0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0

8
8
8
4
4
0
2
6
8
6
4
4
0
S
6
7
6
3
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]
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]
]
6
6
0
8
7
5
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FOOT PATROL - DISTRICT SEVEN

DATE

DAY SHIFT

EARLY SHIFT

POWER SHIFT LATE SHIFT

09/01/92

0

(=)

09/02/92

1

09/03/92

09/04/92
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o |o

09/07/92

—

09/08/92

09/09/92

09/10/92
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Winiunuwiniwmwiwinninjlwnie
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O lo

—
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—

09/15/92
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09/17/92

09/18/92

—

nujiunioc jLuio

09/19/92

09/20/92

09/21/92

- O |O

09/22/92.

—

09/23/92

09/24/92

09/25/92

AR IO W O

09/26/92

—
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Appendix VII

UNITED STATES DISTRICT COURT
for the
EASTERN DISTRICT 01 WISCONSIN

SY

—

=TSO " Coun Eour Oist,

Wis,
UNITED STATES OF AMLERICA, F ﬂ JD
Plainti’f, SEP2 1975
-vs-
| o _oklck M
CITY OF MILWAUKEE, a municipal RUTH W, LA FAVE, Cler
corporation, HAROLD A. BREIER,

Chicf of Police, City of Milwaukece
Policc Department; WILLIAM S I'AMM,
Chief, City of Milwaukee Fire Depart-
ment; MARJORIE L. MAMSIIALL,
CHARLES W. MENTKOWSKI, RICHARD
BLOCK, JO!IN GIACOMO, and WILLIAM
. GORE, Commissioners, City of Mil-
waukee Fire and Police Cominission,

CIVIL ACTION
No.74-C-480

Defendants.

e ———

CHRISTINYE WARD, individually and on

Lehalf of ull other persons similarly
Ssituated,

Plaintiffc,

-v§ -

RICIARD BDLOCK, JOHN GIACOMO,
WILLIAM I, GORLE, MARJORIE MAR-
SHALL, and CHARLXS W, MENT-
KOWSK]I, individually and in their
offlcial capacities as members of the
Board of Fire and Police Commis-
sioners of he Cily of Milwaukee, and
their AGENTS, EMPLOYEES, SUC-
CXSSORS IN OI'FICE, ASSISTANTS,
AND ALL OTIIERS ACTING IN CON-
CERT OR COOPERATION WITH THEM

OR A'l' THE!R DIRECTION OR UNDXER
THEIK CONTROL,

CIVIL ACTION
No.74-C-333 «

Defendants.

a—
——

e ——————————
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o /7 Jd
= 7 .
':- ~e . J ®
UNITED STATES DISIRICT COURT <. *' ' "
- = G /}L.‘-\—Is‘.
EASTERN DISTRICY OF WISCONSIN:, .’ .
Vi -
............................................... 23meemeeees

UNITED STATES OF AMERICA,
Plaintiff,

v.

CITY OF MILWAUKEE, a municipal
corporation; HAROLD A. BREIER,

Chief of Police, City of Milwaukae
Police Department; WILLIAM STAMM,
Chief, City of Mflwaukee Fire
Department; MARJORIE L. MARSHALL,
CHARLES W, MENTKOWSKI, RICHARD
BLLOCK, JOIN GIACOMO, and WILLIAM L.
GORE, Commissioncrs, City of
Milwaukece Fire and rolfce Commission,

Nefendants.

CHRIST INE WARD, individually and on
behalf of all ocher persons similarly
sictuaced,

Plaintiffs,
v.

RICHARD BLOCK, JOIN GTACOMO, WILLJAM I,
GORE, MARJORIE MARSHALL and CIARLES W,
MFNTKOWSKI, individually and in their
official capacitiocs as members of tha
Board of JFire and Police Commissioners
of the City of Milwaukee, and their
AGENTS, EMPLOYRES, SUCCESSORS IN OFFICE,
ASS1STANTS, AND ALL OTHERS ACTING IN
CONCERT OR COOPERATION WITH TREM OR AT
THEIR DIRECTIGN Gr. UNDER TIEIR CONTROL,

Du@endants.

Civil Action
NO- 76'C‘,’8°

Civil Action
No. 74-C-333

IT 1S ORDERED that in filling current and future

vacancies in che positions of police aide and patrol officer,

the Milwaukee Fire and Police Coumission

‘shall appoint two

black applicants for every three white applicants appointed.

107



IT IS HEREBY STIPULATED by and between the United Slates of
Aracrica, Plaintiff, and the Defendants by their respective attorneys, that
the first puragraph of the Interim prder which reads as follows:

"IT IS ORDY:RYED that in filling current and future vacancics

in the positions of police afde and patrol officers, the Milwaukee
Fire and Police Commiss{on shall appoint two black applicants
for every three white applicants appointed. "

shall de amended to read as follows:

“IT 1S ORDERED that in filling currcat and futurc vacancics

in the positions of police aidc and patrol officers, the MAwaukee
Fire and Police Commission shall appoint two black, Latin and

Americun Indian applicants for every three white applicants

appointed. "
Dated this QZQ’K day of )‘I’z:‘]"' _l_L{_jL‘ . 1978,

UNITED STATLES O1r AMERICA,

o
DY..%M.?Z;. 2t iond
/1mcs S. Afigus
United States Attgraney

Attorney for Plaintiff

%_/
e &
aurice L, Mdarkey

Assistant Clity Attorifey, City of Milwaukce
Attorncy for Defendants

1T IS ORDERLD that the Interim Order of July 25, 1975 be amended

in accordunce with the above stipulation.

Dated this & *= day of (e Tiesan | 1975

e
v. 8. S Cout fou Diu. Wi, JOHN W, REYNOLDS

FILED United Statcs District Judge s

0279 1975
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IT IS FURTHER ORDEREL that the defendunts take
such scteps as may Le necessary to accomplish the recruiting
and hiring of females for subscquent appointment to the
Milwaukee Police Department as patrol officers; that not less
than five fcmales be appointed as patrol officers no later
than October 1, 1975; and that five additional females be ap-

pointed as patrol officers no later than January 5, 1976.

IT IS FURTIER ORDFRED that defendants shall inform
Plaintiffs in writing of all appointments, setting out the
humber of positions filled by black applicants, by female ap-

plicants, and by white applicants.

IT IS FURTHER ORDERED that defendants report to
the Court by October 1, 1975, on what promotional opportuni-
ties, i{f any, are or will be available to incumbent police
women and policc matrons. [f promotional opportunities do
not exist, a statement of the rcasons therefor must be pro-
vided.

IT IS FURTIFER ORDERED that:

l. This incerim order is entered without prejudice

to any party seeking a modification upon a proper showing,

and shail remain in effect until further order of this court,.

2. Pntry of this interim ordar is without prejudic

to all motions currently pending before the court.

3. The temporary restraining order entexcd in

‘Ward v. Rlock, C.A. No. 74-C-333, on August 21, 1974, upon
’ P

stipulation of the partics, and as modified by oxrder of this

coure, is vacated and superscded by this order.
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4. In the event the named plaintiffs in Ward v.
Block, C.A. No. 74-C-333, ultimately prevail -on the mericts
and they or any member of the class they allege to represent
demonstrate that they would have Leen hired as patrol officers

absent vacacion of the temporary restraining order of
August 21, 1974, the court will take appropriate action at

that time.

5. A status conference will Le held on January 35,

19756, at 9:30 A.M., in Room No. 471, Federal Building, Mii-
waukece, Wisconsin.

Dated at Milwaukee, Wisconsin, this 25th day of

July, 1975.

ﬁﬂxbuh<fziuh~orv~ﬂihdzt—
’ ’ U. sS. Dlsc&%bt Judge
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Appendix VIII

FIRE AND POLICE COMMISSION Complaint No.
Milwvaukee, Wisconsin
CITIZEN COMPLAINT FORM

NAME: BIRTHDATE:
First Inicial Last
PRESENT ADDRESS: CITY: - ZIP:
TELEPHONE NUMBER - Residence: Business: Other:
(Notify this office of any change in residence or telephone number.)
BIRTHDATE:

IF FILING ON BEHALF OF MINOR, GIVE NAME:
(1f minor is 14 years of age or over, complc-s following:)

1 have resd this complaint consisting of pages. The contents are true to the bdest of

my knowledge.

Minor

ACCUSED MEMBER/MEMBERS - Fire or Police Department (Name, Badge Number or Other ldentifying
Informaction)

WITNESSES: (Ngmes and Addresses)

(Give specific details, stating exactly vhat the Accused Member(s)
did, or said, that causes you to complain, including dace, time and
place of incident. Use ceverse side or attach additional pages, if

necessary.)

ALLEGED MISCONDUCT:
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Fire and Police Commission Citizen Complaint Form ~ Page 2

ALLEGED MISCONDUCT:

DATE:

Complainant

VERIFICATION

STATE OF WISCONSIN)
)
CITY OF MILWAUKEE )

being first duly sworn on ocath, deposes and
says that is the complainant in the above entitled asction; that fias read
the foregoing complaint and knows the contents thereof, that the ssme is true of
own knowledge, except as to those matters stated therein on information and belief and as
to those matters believes them to be true.

Complainant
Subscribed and Sworm to before
this day of » 1>

Notary Public, Milwaukee County, Wisconsin

My Commission Expires
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Appendix IX
Press Coverage of the Wisconsin Advisory Committee’s
Statement on the Dahmer Incident

Civil rights commission
seeks look at Dahmer case .

Advisory panel has
questions about hate
statute, police response

B8y MARK J. ROCHESTER
of The Joumal staf?

The Wisconsin Advisory Com-
mittee to the US Comurnission on
Civi Rights is calling for a thor-
ough investigation of possible civil
rights violations related to the Jef-
frey L. Dahmer senial killings case.

In a written statement, the com-
mittee on Tuesday called on local
and state officials to determine
whether the murders were hate
cnmes. meaning the victims were
targeted because of their race or
sex; whether the race or sexual
onientation of Dahmer or the vic-
tims affected police response; and
whether law enforcement practices
in the city should be changed.

The ll-member citizen panel
advises the federal commission on
avil nghts problems in the state.

The mutilated and dismem-
bered remains of 11 bodies were
found in Dahmer's Near West Side
apanment on July 22. Dahmer has
admirtted to killing 17 males since
1978. according to police.

Elected officials .and civil rights

pendent iaveigation OF the ML
pendent investigation -
waukee Police Department since it
was revealed that three officers g
questioned Dahmer on May 27,
then allowed Konerak Sinthasom-
phone, 14, to stay with him. The J¥*
boy's body was found later in Dah- -
mer’s apartment. )
Police have been accused of fail-
ing to conduct a thorough invest-
gation of that incident because the
boy was Laotian and the complain-
ants were black. Dahmer lived ina

E

civil rights violations were
addressed, he said.

“I do think that it's important
that we do not prejudge the actions
of law enforcement g):ﬁcen] who
have the other




Appendix X

INTER-DISTRICT DISPATCH
DATA FOR JUNE, JULY, AUGUST 1993

SUMMARY

vverall, less than 1% of assignments each month took patrol squads out of their
home districts, and less than 1% of available patrol hours weres used for this
purpose. The number of IDD assignments was very comsistent, 353 to 358. The
percentage of assignments out of district was lower on day shifts than on
early/power or late shifts. Early/power shift had more than half of all inter-

district dispatches each month.

There was considerable variation among districts in hours assigned to inter-
district dispatch. Districts One and Six provided more than 60% of IDD hours
each month, and had a larger proportion of available squad hours assigned out of

district than other districts.

Howaever, even for those districts, hours involved wers minimal. In June,
District one had a net "outflow® of 94 hours to other districta; that is, this
District provided more assistance to others (not including HQ/PAB and County)
than it received, equivalent to just over one-half the monthly hours of a full-
time police officer. In Auqust, District Three had a nst "inflow” of 94 hours
from other districts. No other districts had net flows even this large, in
either direction, during the three months reviswed. Up to twenty hours eac!
month wera used to provide Priority 4 assiastance to other districtsa.

In addition to assignments covered for cther districts, houras wers reported ocut
of district for juvenile, medical, and priscner conveyances to Headquarters
(Police aAdministration Building) and to cCounty Institutions (Medical center,
Children‘s centsr, Mental Health Center). In June, District 3Six provided 80% of
the hours assigned to HQ/PAB, and 1008 of the hours assigmed to County. Over the

next two months, this burden was distributed among Districts One, 8ix, and Seven.

Again, actual hours involved were minimal, In June, District 8Six ided 78
5 ; Bo other district p:cvia'led more than eight hours.

hours to HQ/PAB and County

In July, District Six provided 32 hours to HQ/PAB and County; no other district

provided more than 19 hours. In August, District Six provided 43 hoursa to BQ/PAB
vided 89 hours; and District Seven provided 45 hours.

and Coun District One
Six hou:?’i.n July and 24p§gu.rs in Augqust wers used for Priority 4 conveyances.

Inter-district dispatch appears to be a reasonable, probably essential tocl for
managing unp:edicgable :ftkload with demands for immediats service. The
Department has made scme adjustments in District patrol staffing, and it does not
appear that IDD places an onerous burden an any district, although some data are
lacking. prull analysis would , at minimum, available hours by shift for
each district, a tally of how often multiple cars ars gone simultanecusly or
individual cars are gone for several hours, and determination of whether IDD
assignments are spread evenly throughout the month or grouped on certain days.

Additional detail and tables follow.
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INTRODUCTION

The Board of Inquiry was impaneled on November 2, 1992 to address
concerns of racial and sexual discrimination forwarded by 28 minority officers of
the Fourth and Fifth Districts. Over a period of many months, said Board of Inquiry
conducted various meetings in an effort to determine the Issues and concerns
which prompted the submission of the Matter Of documents on October 30, 1992.
This was a laborious task and required dedication to the Department and to the
concerns of the offlcers. Never In the history of the Miiwaukee Pollce Department

has such an inquiry been conducted.

Early in the process, the Board of Inquiry reallzed that the concerns
expressed by the officers were not [itigable or violatlons of Internal directives.
(Three items were Investigated by the Internal Affalrs Dlvision and were not
sustained). The officers described Instances and practices which they interpreted
to be either racially motivated or resulting in adverse impact on minorities and
women. After listening carefully and reviewing written reports, the Board of Inquiry
crafted 32 recommendations designed to help the Milwaukee Police Departmer
attend to thase concerns whether real or perceived. The recommendations fall into
flve categories of organizational behavior:

ASSIGNMENTS
DISCIPLINE
ETHNIC/GENDER SENSITIVITY
SUPERVISION
TRAINING

The inforrnation comprised in this report consists of the 32 recommendations
which the Board of Inquiry made to me through the office of Assistant Chief Jarnes
Koleas. A number of these recommendations are already underway such as the
cuitural diversity training emphasizing civillty and the Probationary Evaluation
Board. Some of the remaining recommendations can be implemented immed/ately
while others will require more work, changes in procedures, and command review
by the Operalions Declsion Unit, the Tralnlng Bureau, and the Personnel Section.
Also Included in this summary report is a chronclogical listing of events that
transpired while the Board of Inquiry was conducting it's mission.

[ am happy to report that | have glven my approval to proceed with the
implementation of those initlatives not yet underway.

PHILIP ARREOLA
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MILWAUKEE POLICE DEPARTMENT

REPORT DECEMBER 3, 1993

IN THE MATTER OF: BOARD OF INQUIRY RECOMMENDATIONS

T0: JAMES W. ROLEAS
ASSISTANT CHIEF OF POLICE

SIR:
I  ASSIGNMENTS
RECOMMENDATION A

CURRENTLY, THE DEPARTMENT HAS A SIX-MONTH PERFORMANCE
EVALUATION PERIOD FOR THE MAJORITY OF ITS OFFICERS. THE
DEPARTMENT SHOULD IMPLEMENT A CONCURRENT, SIX-MONTH
EVALUATION OF PERSONNEL ASSIGNMENTS DEPARTMENT-WIDE.

MLA_LE Each commanding officer would be required to evaluate squad, beat (NF.
and special assignments at their respective locations for all shifts. The evaluation shoula

be done to determine if the assignments reflect a fair representation of the ethnmicity and
gender of the personnel assigned to the respective work locations by shift.

RECOMMENDATION B

DISTRICT COMMANDERS SHOULD MAKE AN EXAMINATION OF
THE DISTRICT'S POPULATION TO DETERMINE THE ETHNIC

COMPOSITION CONTAINED THEREIN.

;REA@M’ The intended goal would be to have the assigned squad personnel represent
e ethnic diversity of the patrolled area as close as practicable.

RECOMMENDATION C

EVERY WORK LOCATION SHOULD MONITOR ASSIGNMENTS BY
RACE AND GENDER.

ai% Goals should be set to achieve diversity on each shift. These goals shouid
Part of tke commanding officer's evaluation of each shift.
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II DISCIPLINE
RECOMMENDATION A

PROMULGATE AND DISSEMINATE A POLICY SETTING FORTH THE
DEPARTMENT'S PHILOSOPHY OF DISCIPLINE.

RATIONALE: Although the policy must contain provisions for negative discipline, the
emphasis should be placed on positive discipline. Constructively coaching and training
officers in ways that improve their job performance not only increases the efliciency of the
Department, it also tends to create a work environment where officers share in a
cooperative spirit of pride in themselves and the Department. (Correction does much but

encouragement does more—-Goethe)

RECOMMENDATION B

REVIEW EXISTING DISCIPLINARY PROCEDURES AND CONDUCT
RESEARCH FOR THE ESTABLISHMENT OF DISCIPLINARY

GUIDELINES.

RATIONALE: Previously imposed discipline has sent a confusing message to employees
with regard to the severity of discipline in apparently similar incidents involving members
of different races. Under the guidelines to be developed, officers should be able to observe
consistency in discipline for similar Infractions. These guidelines could possibly cover
aiternate methods of discipline such as community service, career enhancement training,

or personal action plans.
RECOMMENDATION C

REQUIRE THAT MINOR INFRACTIONS BE DOCUMENTED IF THEY
ARE TO BE USED IN FUTURE DISCIPLINE. THESE INFRACTIONS
MAY SIMPLY BE DOCUMENTED IN A DEPARTMENT-APPROVED
MANNER, LE. MEMO BOOK, SERGEANT'S REPORT, ETC. I[IF
DOCUMENTATION DOES NOT EXIST, PREVIOUS INFRACTIONS
CANNOT BE USED AS A BASIS FOR CURRENTLY PENDING
DISCIPLINARY ACTION. THE OFFENDER MUST BE INFORMED OF
INFRACTIONS WHICH ARE TO BE DOCUMENTED.

RATIONALE: This practice would ensure that the commanding officers have a
record/basis for administering discipline recommended by subordinate supervisors.
RECOMMENDATION D

GREATER EMPHASIS PLACED ON THE NEED TO BE COURTEOUS.
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RATIONALE: The Department’s stated philosophy on community oriented policing and
current rules and regulations dictate that officers treat citizens and each other with civility
and professionalism. This philosophy should be emphasized on a daily routine basis by all

members of the Department.

RECOMMENDATION E

CONSIDER INCREASED EMPHASIS ON FIRST-LINE SUPERVISION TO
TOENTIFY AND ATTEMPT TO REDUCE THE NUMBER OF INCIDENTS

WHICH LEAD TO DISCIPLINARY PROBLEMS.

RATIONALE: The Department has a significant number of probationary and
inexperienced officers. In the event that additional supervisors cannot be promoted, the
available supervisors should be placed in those areas most critical such as fleld supervision.

111, ETHNIC/GENDER SENSITIVITY

RECOMMENDATION

ESTABLISH ON-GOING, MULTI-CULTURAL COMMITTEES
THROUGHOUT THE DEPARTMENT (ONE AT EACH
DISTRICT/DIVISION AND "GROUPINGS" OF OTHER WORK
LOCATIONS). THESE COMMITITEES, CHOSEN FROM AMONG
THEMSELVES, WOULD BE COMPRISED OF A CROSS SECTION OF
CIVILIAN AND SWORN MEMBERS OF DIFFERENT RACES AND
GENDER. THE COMMITTEES WOULD BE MADE UP OF FOUR TO SIX
MEMBERS AND WOULD MEET QUARTERLY TO DISCUSS DIVERSITY
ISSUES AND CONCERNS AND WOULD BRAINSTORM TO MAKE
RECOMMENDATIONS TO IMPROVE RELATIONSHIPS AMONG
MEMBERS OF THE DEPARTMENT. COMMITTEE MEMBERS WOQULD
ALSO SERVE AS AN ON-GOING SUPPORT GROUP FOR MEMBERS OF
THE DEPARTMENT WITH RESPECT TO DIVERSITY ISSUES. AN
ANNUAL MEETING WOULD BE HELD FOR ALL DEPARTMENT
COMMITTEE MEMBERS TO DISCUSS MEANS OF ENHANCING
RELATIONS AMONG DEPARTMENT MEMBERS.
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n-going
] i . ~uld allow forano
RATIONALE: The establishment of multi-cultural committees would anizational changes

forum in which suggestions and recommendations could be made for 0rs activities, and/or
and other modifications of Department policies, practices, proc urt "members.  This
functions that would improve relationships among all Departf“""ﬂ It would serve as 3
committee would not, however. review complaints of discrimination: of the committees
resource and support for members of the Department. The make-uP resented.
would ensure that the diverse interests of Department members 8r¢ rep

RECOMMENDATION B

DIVERSITY
THE IMPLEMENTATION OF ON-GOING. ANNUALUE BETWEEN

TRAINING THAT WOULD ENCOURAGE OPEN DIALOGUT 0 1 ooy

ALL MEMBERS OF THE DEPARTMENT AND WOULD RESZo0 v

GREATER APPRECIATION AND UNDERSTANDING OF DIF

AND DIVERSITY IN THE WORK PLACE.

oo itivity, the

RATIONALE: No matter what the reason for a complaint involving '"ﬁ:f;::?&ong
underlying cause of many complaints of this nature is the lack of “mmunundmg of the
Department members or the lack of appreciation, respect, and mder:adon has been
differences and diversity that exist in our work force. The Police .F_o“n rogram. The
enlisted to assist in the development of an on-going diversity tl'mmng,-}:comlmandation
curriculum is to include internal (work force) diversity issues. The is on work force
presented above is intended to endorse and encourage a continued emphas
diversity training.

RECOMMENDATION C

DEVELOP TRAINING FOR SUPERVISORS CONCERNING THEIR
ROLES AND RESPONSIBILITIES TO PROVIDE EQUAL EwwcnmCEs
OPPORTUNITY IN IMPLEMENTING DEPAR PRA T
POLICIES. PROCEDURES, ACTIVITIES, AND FUNCTIONS. ol
TRAINING WOULD INCLUDE METHODS OF CONFLICT RESOL JTIOR,
EMPLOYMENT DISCRIMINATION LAWS, AND THE MANAGE.

OF A DIVERSE WORK FORCE.

RATIONALE: Many, if not the majority, of complaints were directed towards supervisory

A ervisors. In order to
practices, and in some cases, to the behaviors of a few individual supnt Opportunity, It is

important for supervisors . .
exgectaﬁons that are placed upon them. Supervisors will also need to develop the necessary

skills and abilitles to manage a diverse work force. This tvpe of training is to be :ncludae:t
in the training being developed by the Police Foundation. This recommendation is me

4
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to reinforce the nccessity for implementing an on-going training program which is beir
developed by the Police Foundation.

RECOMMENDATION D

DEVELOP AN ENHANCED EXIT INTERVIEW PROCESS TO
DETERMINE THE REASONS WHY MEMBERS LEAVE.

RATIONALE: Although an exit interview process should examine the reasons why any
member of the Department voluntarily terminates employment, particular attention should
e focused on the separation of female members. Two analyses of retention rates indicated
that female members have separated from the Department at higher rates than males.
However. there was no significant difference in separation rates of minorities (all) as
compared to white males,

RECOMMENDATION E

DEVELOP POSTERS AND BROCHURES COVERING THE
DEPARTMENT'S EQUAL EMPLOYMENT OPPORTUNITY POLICY AND
PHILOSOPHY OF VALUING DIVERSITY. THE POSTERS SHOULD BE
PROMINENTLY DISPLAYED AT ALL WORK LOCATIONS AND THE
BROCHURES DISSEMINATED TO EACH EMPLOYEE.

RATIONALE: The Personnel Section has already begun preparations of a poster to
?ubhcx%e the Department's Equal Employment Opportunity Policy. However, in o.rder t.o
institutionalize the value of diversity, it will be important to periodically re-emphasize this

to all Department members,

RECOMMENDATION F

THE PERIODIC PUBLICATION OF ARTICLES IN THE DEPARTMENT
NEWSLETTER COVERING DIVERSITY ISSUES AND CONCERNS.

.RA‘.TIONALE: This recommendation would provide an additional method by which to
institutionalize the valye of diversity.
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RECOMMENDATION G

THE ADDITION OF CRITERIA ON THE PERFORMANCE E_VALUATI?g
FORM TO EVALUATE AN EMPLOYEE'S SKILLS AND ABILITIES
RELATE TO A DIVERSE WORK FORCE AND CO s 10
ADDITIONALLY. SUPERVISORS WOULD BE EVALUATED A

THEIR SKILLS AND ABILITIES TO MANAGE A DIVERSE WORK
FORCE.

RATIONALE: Incorporating criteria of this nature into the performance apprais :ilozys:enm
would reinforce the importance that the Department places on the .appll';:"a rtment's
understanding of differences. This recommendation emphasizes the ghanis m to
commitment to community oriented policing and provides an additonal me
institutionalize the value of diversity.

RECOMMENDATION H

DEVELOP AN EMPLOYEE OPINION SURVEY TO BE ADWIS'E%D
PERIODICALLY REGARDING DIVERSITY ISSUES AND CONCERNS.

vide
RATIONALE: This survey, if developed in a comprehensive manuner, ?ﬂl:n :::ls o
valuable Information to assist the Department in determining the “‘,eds anc © and other
members regarding race, gender, affectional orientation, age, disability status,
protected characteristics.

RECOMMENDATION [

DEVELOP A CUSTOMER SERVICE SURVEY TO BE msmIBUTEm?
PERIODICALLY TO CITIZENS OF THE CITY OF MILWAUICEE.LICH_
SURVEY WOULD INCLUDE QUESTIONS DESIGNED TO E NS
INFORMATION REGARDING DIVERSITY ISSUES AND CONCETmé
THIS INFORMATION WOULD BE USED TO ENHANCE
DEPARTMENT'S ON-GOING DIVERSITY TRAINING.

RATIONALE: Same as Recommendation H, oniy from a community perspecﬂve.
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IV. SUPERVISION

RECOMMENDATION A

THE ESTABLISHMENT OF TRAINING FOR FIRST LINE AND LOWER
LEVEL MANAGEMENT SUPERVISORS IDENTIFIED AS EXHIBITING
RACIAL AND/OR GENDER BIAS AS EVIDENCED BY COMPLAINTS
RECEIVED AND/OR OBSERVATIONS MADE. THIS MANAGEMENT
ENHANCEMENT TRAINING WOULD CONCENTRATE ON THE
STRENGTHENING OF INTER-PERSONAL SKILLS, MENTORING, AND
CULTURAL/GENDER SENSITIVITY. IT WOULD BE DEVELOPED BY
TRAINING BUREAU PERSONNEL IN CONJUNCTION WITH
QUALIFIED EDUCATORS AND OTHER STAKEHOLDERS AND WOULD
FOCUS ON THE ELIMINATION OF THOSE ROOT CAUSES OF
SUPERVISORY/SUBORDINATE CONFLICTS WHICH ARE OFTEN
CAUSED BY EITHER A RACIAL OR GENDER BIAS.

RATIONALE: Many of the complaints were directed towards a few supervisors who
haven't developed effective inter-personal skills. Time and effort have been spent in the
development of these supervisors and additional time and effort must be spent to ensure
that the best possible supervisor is put forth by this Department. Ineffective and
froublesome supervisors must either be retrained or demoted to ensure harmony in this
Department. '

RECOMMENDATION B

ENCOURAGE STRICT ADHERENCE TO RECENTLY PUBLISHED
DEPARTMENT ORDER #10720, DATED APRIL 16, 1993, CONCERNING
DISCRIMINATION AND/OR HARASSMENT COMPLAINTS WITHIN
OUR DEPARTMENT, SPECIFICALLY THAT PORTION OF THE ORDER
WHICH DEALS WITH TIMELY COMPLAINT REPORTING THROUGH
THE CHAIN OF COMMAND.

RATIONALE: The goal of this recommendation is to ensure that command officers act
tmmediately on complaints of discrimination and/or harassment.
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RECOMMENDATION C

THE IMMEDIATE APPROVAL, PUBLICATION, AND DISSEMINATIO'N
OF AN UPDATED VERSION OF DEPARTMENT RULES Al\g
REGULATIONS. THIS ISSUANCE WOQULD BE IN CONJUNCTIOM
WITH THE DESIGN AND IMPLEMENTATION OF A MECHANISE
WHICH WOULD ENSURE THE UNIFORM APPLICATION OF THES
RULES AND REGULATIONS AND DISCIPLINE THROUGHOUT THE
DEPARTMENT BY A REVIEW PROCESS WHICH WOULD IDENTIFY
THOSE INSTANCES WHERE THE APPLICATION OF RULES AND
REGULATIONS OR DISCIPLINE IS BASED SOLELY ON A RACIAL OR
GENDER BIAS.

RATIONALE: It has been quite some time since an updated version of the Depar:!;:;ti;
rules and regulations has been published Efforts by individusl members to m what
modifications has been met with limited success. It is essential that all members know and
is expected of them and whether their behavior comports with current rules the
regulations. Many of the complaints received by the Board of Inqqlry center onbias
improper application of rules and regulations based upon either a ra.cml or zendere tha;
A review procedure for disciplinary action at all levels must be estabhsho;d to ensl:x; ® ees
discipline for violations of rules and regulations is not the result of discriminatory p

by individual supervisors or the system as a whole.

RECOMMENDATION D

ESTABLISH GUIDELINES TO BE USED BY FIRST LINE SUPERVISORS
AND COMMAND OFFICERS TO ENSURE EQUITABLE APPLICATION
OF NON-ACTIVITY ASSIGNMENTS, SPECIAL ASSIGNMENT, AND
SQUAD APPOINTMENTS THROUGHOUT THE DEPARngi
ASSIGNMENTS AND APPOINTMENTS SHOULD BE BASED UPCE
ESTABLISHED AND UNIVERSALLY ACCEPTED PERFORMAN
OBJECTIVES, TRAINING NEEDS, AND OTHER CRITERIA GERMANEODIC
TO THE DEPARTMENT'S GOALS AND OBJECTIVES. A PERI 1
REVIEW BY COMMANDING OFFICERS OF ASSIGNMENTS Uml)'ma
HIS/HER COMMAND IS MANDATORY TO ENSURE
PRESERVATION OF AN EQUITABLE PROCEDURE.

RATI : of the complaints received by the Board of Inquiry focused on
me:‘%\"xﬁi&a«:xmh appeared not to be in the best interest of mhozwhsuzﬁ;ﬁ
There is no instrument which guides the supervisor in the assign!nents he/she "¢ squad
daily basis, whether the assignment is for a hospital guard det.a'd or a P:;";“;ldivi dual
assis'znment. The current system relics too heavily on “activity” produc y il an
officers and cries out for an equitable procedure based on the knowledge, skills,

abilities of individual officers.
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RECOMMENDATION E

MONITOR THE ASSIGNMENT OF MINORITY SUPERVISORS
THROUGHOUT THE DEPARTMENT TO ENSURE A BROAD AND
EQUAL DISTRIBUTION OF SAME. TO THE EXTENT POSSIBLE,
THESE ASSIGNMENTS ARE TO BE ADJUSTED FROM TIME TO TIME
TO ENSURE EQUAL MINORITY SUPERVISORY REPRESENTATION AT
ALL WORK LOCATIONS.

RATIONALE: Young minority officers may view older minority supervisors as role models
who often serve in a mentoring capacity. There is a real need to ensure that minority
supervisors are equally distributed throughout the Department to enhance the development
of subordinate minority officers. The Board is aware of the Department's recent efforts in
this regard and recommend that this procedure be continued.

RECOMMENDATION _E

DESIGNATE REPRESENTATIVES FROM THE PATROL OFFICER
RANK OF EACH SHIFT, CHOSEN FROM AMONG THEMSELVES, TO
MAKE UP A CONTINGENT WHICH WOULD PROVIDE INPUT AND
FEEDBACK DURING MEETINGS HELD ON EACH SHIFT AT EACH
DISTRICT. THIS REPRESENTATIVE GROUP WOULD VOICE
OPINTONS, DISCUSS CONCERNS, AND DISSEMINATE INFORMATION.
THIS RECOMMENDATION IS NOT INTENDED TO UNDERMINE
MANAGEMENT'S RIGHT TO MAKE DECISIONS AFFECTING
SUBORDINATE PERSONNEL BUT UNDERSCORES THE NEED FOR
Is,ggonnn\wn: INVOLVEMENT IN THE DECISION-MAKING
CESS.

RATIONALE: The division between supervision and the rank and flle is strong with a
great deal of mistrust displayed on both sides. There Is no opportunity for the rank and
file to “buy im" to any of the decisions affecting their work place environment except for
those issues covered by contract. In this scenario, rank and file members would attend
meetings and have input concerning those issues that divectly affect them. A "soap box"
would be established to voice their opinions and concerns and a feedback mechanism would
be developed to provide supervision with insight relative to procedures that have already
been put into place. These open discussions would provide an opportunity for the rank and
file to "buy " to these decisions. This recommendation does not include attendance at

supervisory staff meetings,

126




RECOMMENDATION G

ESTABLISH A VOLUNTEER MENTORING PROCEDURE DESIGNE%;{?J
ENHANCE THE CAREER OPPORTUNITIES OF THOSE IND SSARY
MEMBERS FOUND TO BE DEFICIENT IN SOME NECESCC o
KNOWLEDGE. SKILL. OR ABILITY. MEMBERS REQUIRING CA°5%,
ENHANCEMENT TRAINING WOULD BE DIRECTED ORING
VOLUNTEER MEMBER WHO DISPLAYS AN INTEREST IN TUT THAT

IN A DEPARTMENT-SANCTIONED PROCESS DESIGNED FORE THE
PURPOSE. THESE CAREER OPPORTUNITIES MAY nvCLUl\)IT OF
TEMPORARY INTER- OR INTRA-DISTRICT ASSIGNMEI
PERSONNEL.

. rs to meet
RATIONALE: Management reserves the right to assign and appoint m:;n g:ld the best
Department goals and objectives, however, there also exists an obligation o Rec
possible patrol force through efficient and effective subordinate developme ¢ o
probationary officer development is well-structured but the deV¢l°?me‘;
abilities beyond this point presents substantial potential for countinue
Remedial training of those individual subordinates identified as havio
problems is often left to the discretion of individual supervisors who may e
an active interest in the proper development of subordinates. The Board £
design and implementation of a Department-sanctioned mentoring 5Ys
volunteer members who have displayed an interest in eohancing th.e ab ffered by Training
This procedure would incorporate resource materials and instruction oii€

Bureau personnel

RECOMMENDATION H

WHO ARE TO
ESTABLISH A POLICY OF ALLOWING. INDIVIDUALS
BE PROMOTED TO THE RANK OF SERGEANT OR Lmu-mb_::.;r& %
OPPORTUNITY OF WORKING WITH AN EXPERIENCED sP R TO
OR LIEUTENANT FOR TWO WEEKS IMMEDIATELY
THEIR PROMOTION.

: which
RATIONALE: This would allow the promotee to observe the supervisory tasks

onitor
he/she will be performing upon promotion. He/she would be able 1o °bse?eh:32 2 better
the supervisory functions such as acting leutenant or desk ser geant an

understanding of what he/she will be doing upon their promotion.

10
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RECOMMENDATION [

ESTABLISH A POLICY THAT ALL COMMANDING OFFICERS
CONDUCT A MANDATORY ARRIVAL INTERVIEW WITH NEWLY-
HIRED OR TRANSFERRED EMPLOYEES.

RATIONALE: During this interview, the commander would give the new employee an
overview of that work location, provide a welcome, discuss expectations, operations, etc.
The Board hesitates to say exactly what should be discussed during this interview since the
topics are not as Important as conducting the Interview itself.

V.  TRAINING

RECOMMENDATION A4

STRICT ADHERENCE TO THE ESTABLISHED POLICY AND
GUIDELINES RELATIVE TO THE SELECTION OF FIELD TRAINING
OFFICERS (FTO). ONLY THOSE OFFICERS WHO EXPRESS A
STRONG DESIRE TO PARTICIPATE IN THE PROGRAM, WHO POSSES
A MENTORING ATITIUDE, AND WHO ARE FOUND TO HAVE THE
NECESSARY QUALIFICATIONS WILL BE CONSIDERED. UPON
SUCCESSFULLY COMPLETING ONE YEAR AS AN FTO, AND UPON
THE FAVORABLE RECOMMENDATION AND EVALUATION OF THE
FIELD TRAINING SERGEANT, SPECIAL RECOGNITION SHOULD BE
BESTOWED UPON THE FTO, E.G. CHIEF'S SUPERIOR ACHIEVEMENT
AWARD,
RATIONALE: The objective of the field training program Is to provide training which
ensures that the mew officer is fundamentally capable of safe, solo patrol duty.
Consequently, the selection and training of the FTO Is an important element in the
program. A tremendous investment is made in training the police recruit. Every effort
should be made to ensure a successful transition from recruit officer to tenured police
officer. Currently, FTO's receive no compensation whatsoever for the added responsibility
Placed on them. An award such as the Chief's Superlor Achievement Award would give
the FTO Department-wide recognition.

11
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RECOMMENDATION B

IN THOSE CIRCUMSTANCES WHEN A RECRUIT ON FIELD T“A“‘;'i?g
HAS A CONSISTENTLY UNSATISFACTORY PERFORMANCE RAT G
AN EVALUATION OF THE RECRUIT MUST nvnvtEDIATHiq s
COMMENCE. IN ADDITION, AN EVALUATION OF THE TEAC o
METHODS EMPLOYED BY THE FTO SHOULD ALSO BE CONDUC mé
THE FIELD TRAINING SERGEANT SHALL ASCERTAIN FROM T S
EVALUATION THE EXACT CAUSE OF THE UNSATISFACTOR
PERFORMANCE. IF THERE IS EVIDENCE SUPPORTING e
COMMUNICATION/TRAINING BREAKDOWN BETWEEN I;NG
RECRUIT AND THE FTO, A MEETING WITH THE FIELD TRAIN BE
SERGEANT AND THE COMMANDING OFFICER SHOULI?rI ON
SCHEDULED AS SOON AS POSSIBLE TO ADDRESS THE SITUA 'ru:é
THE FTO SHOULD BE APPRISED OF THE RESULTS OF e
EVALUATION AND CORRECTIVE ACTION TAKEN, IF NECESSRILY‘
O THE RECRUIT OFFICER IS PERFORMING UNSATISFACTO i
DURING ANY PHASE OF FIELD TRAINING, AND THERE IS A CAU E
FACTOR WHICH POINTS TO A DEFICIENCY IN THE Fro’pan
RECRUIT SHALL BE ASSIGNED TO AN ALTERNATE FIO BE
TERMINATION IS CONSIDERED.

RATIONALE: Same as Recommendation A.

RECOMMENDATION C

THE CULTURAL DIVERSITY TRAINING BEING n\dPLEMENTEDLg\Yf
THE POLICE FOUNDATION SHOULD INCLUDE SPECIA .
TRAINING FOR ALL SUPERVISORS RELATIVE TO IDENTIFYIN
SPECIFIC PROBLEMS THAT MAY BE ENCOUNTERED WH-‘EI“ng
SUPERVISING A CULTURALLY DIVERSE WORK FORCE. D BE
TRAINING OFFERED BY THE POLICE FOUNDATION SHOULVICE
CONTINUOUS, LE. PRESENTED REGULARLY AT IN-SER
TRAINING.

RATIONALE: The speciaity training for supervisors ig especially lmP°l";“:d’f::t::‘:2d
promoted sergeants in light of the fact that they have daily contact with su hodally contact
are usually the first to recognize an emerging problem. ‘1:he sergeant, thro"i t found to be
with subordinates, may unintentionally allenate subordinates with cOmPHL " % 5o oree
insensitive. Through continuous education relative to working in 3 cu o) attitude
environment, officers within the Department will develop a healthy and respectiu

for each other and the community they serve.

12
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RECOMMENDATION D

THE POLICIES WITHIN THE DEPARTMENT DEALING WITH THE
ISSUES OF EQUAL EMPLOYMENT OPPORTUNITY AND SEXUAL
HARASSMENT IN THE WORK ENVIRONMENT SHOULD BE
PRESENTED AT IN-SERVICE TRAINING. EMPHASIS SHOULD BE
PLACED ON FOLLOWING THE ESTABLISHED PROCEDURES WHEN
ADDRESSING VIOLATIONS OF POLICY. ADDITIONALLY, THE
AFOREMENTIONED POLICIES, AS WELL AS ALL NEW POLICIES,
SHOULD BE PRESENTED AT IN-SERVICE TRAINING AS SOON AS
THEY ARE ADOPTED AND ON A YEARLY BASIS THEREAFTER IN

ORDER TO MAI]\"D_\H‘J A WELL-INFORMED MEMBERSHIP.

RATIONALE: Adherence to the policies of the Department can only be achleved through
educating all members thereby facilitating the implementation of the policy and establishing
standards of conduct. When seeking remedy to a violation of Department policy, members
should be encouraged to utilize the methods published by the Department for reporting the
violation. When alternate methods are employed, district/bureau/shift commanders are
unaware of existing problems occurring within their respective commands and as a result,

remedies are absent and the problem may worsen.

RECOMMENDATION E

SUPERVISORY IN-SERVICE TRAINING SHOULD INCLUDE
INSTRUCTIONS THAT ASSIGNMENTS AND TRAINING
OPPORTUNITIES ARE TO BE MADE IN A FAIR AND EQUITABLE
MANNER WHICH ENSURES EQUAL OPPORTUNITY. ON A REGULAR
BASIS, SUPERVISORS SHOULD EVALUATE ALL ASSIGNMENTS AND
TRAINING OPPORTUNITIES WITHIN THE SCOPE OF THEIR
AUTHORITY TO GUARANTEE THAT THEIR RESPECTIVE WORK
ENVIRONMENT IS FREE FROM EMPLOYMENT DISCRIMINATION.

RATIONALE: Supervisors should have guidelines available to ensure that assignments of
personnel are made in an objective manner. Supervisors should take into conslderation the

ability of the officer when making assignments as well as offer equal opportunities to all
members.
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RECOMMENDATION F

TRAINING SHOULD BE PROVIDED TO ASSIST SERGEANTS IN
RECOGNIZING EMERGING PROBLEMS ASSOCIATED WITH
DISPARATE TREATMENT OF SUBORDINATES ALONG WITH
TECHNIQUES THAT MAY BE UTILIZED TO CORRECT EITHER REAL
OR PERCEIVED SITUATIONS. REMEDIES MAY INCLUDE A
MEETING WITH THE COMMANDING OFFICER OR PROBLEM-
SOLVING SESSIONS THAT INCLUDE, AS PARTICIPANTS, THOSE
INDIVIDUALS AGGRIEVED AS WELL AS THE ACCUSED OR
AFFECTED PARTY. ACTIVE PARTICIPATION BY THE SHIFT
COMMANDER IS NECESSARY IN ORDER TO ENSURE COMPLIANCE
WITH THE SOLUTIONS OFFERED. IN ADDITION, AN EVALUATION
OF THE SITUATION SHOULD BE CONDUCTED WITHIN A
REASONABLE AMOUNT OF TIME FOLLOWING THE
IMPLEMENTATION OF THE SOLUTION.

RATIONALE: Often, newly-promoted sergeants are unaware of the dynamlcs.of
supervising a diverse work force and lack the Insight and ability to foresee an emerging
problem. In addition, a decision made by the sergeant may have consequences quite
unexpected resulting In frustration and an intolerant attitude among subordmat::
Moreover, skills used to motivate, communicate, and instruct are frequently underdevelop

in the newly-promoted sergeant. FKirst impressions are difficult to overcome.

Respectfully submitted by the Board of Inquiry,

CAPTAIN JOBNNIE SMITH
CAPTAIN HOWARD LINDSTEDT
LIEUTENANT THOMAS AUGER

PERSONNEL OFFICER RO JAUERNIG
M/
ARTHUR JONES

DEPUTY INSPECTOR OF POLICE
CHAIRMAN, BOARD OF INQUIRY

AJ/dIK
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CHRONOLOGICAL LISTING
OF EVENTS

132



CHRONOLOGICAL LISTING OF EVENTS

OCTOBER 30, 1992: Rolice Officers from the Fourth and Fifth Districts
submitted Matter Of documents alleging racial and gender discrimination on the
part of the Milwaukee Police Department,

NOVEMBER 2, 1992: Chiet Arreola diracted Assistant Chief Koleas to
impanel a Board of Inquiry to check Into the allagations contalned in the Matter Of
documents. As such, said Bosrd Is Impaneled consisting of the followin_g
Department members: Deputy Inspector Arthur Jones (Chairman), Captain Johnnie
Smith (Vice-Chairman), Captain Anthony Bacich, Lieutenant Thomas Auger,
Lieutenant Lenard Wells, and Ms. Rohne Jauernig, Personnel Officer. The Board
of Inquiry established a mission statement. A press release was prepared and

published.

NOVEMBER 5, 1992: The Board of Inquiry, herelnafter referred to as the
Board, met with the Fifth District complalnants. In a separate meeting, the Board
also met with the Commanding Officer of the Fifth District as well as the early and
lata shift commanders of the Fifth District. During these meetings, the Board
Chairman read and explained it's mission statement, The Chalrman further stated
that this inquiry was to be confidential In nature and that minutes would be taken.
However, a verbatim transcript would not be produced.

NOVEMBER 6, 1992:  The Board held simllar meetings with the Fourth
District complginants and the Commanding Officer of the Fourth District as well as
the early and late shift commanders of the Fourth District. Atthis meeting, Captain
Bacich withdraw from the Board due to scheduling confiicts.

NOVEMBER 12, 1992: The Board met with the Fifth District officers.
Captain Howard Lindstedt was Introduced as the replacement for Captain Bacich.
The officars insisted that they be exempt from MPD Investigation as It applles to
Rule 4, Section 7 pertalning to the prompt reporting of viclations of the Department
rules or regulstions. After consulting with Assistant Chlef Koleas and Chief
Arreola, it was declded that the issues presented to the Board of Inquiry would be
considered timely. Inputftestimony was solicited and freely given. Inadvertenty,
the Board allowed an audio taping of this meeting.

NOVEMBER 13, 1992: The Board met with the Fourth District officers.
Input'testimony was solicited and freely given.
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NOVEMBER 16, 1992:  The Board met with the Fifth District officers and
explained that the Board had erred in allowing the audio taping at the previou.
meeting on November 12th. Officers were informed that future taping would not
be allowed for reasons of confidentiality. Upon hearing this, the officers refused
any further input and left the meeting.

NOVEMBER 18, 1992:  The Board met with the Fourth District officers and
explained the necessity of confidentlality, Therefors, audfo taping would not be
allowed. These officers also refused to glive further input and left the meeting.

NOVEMBER 19, 1992: The Board met and developed the following two
options in continuing their inquiry:

1) That verbatim tape recordings be made of each subsequent meeting. .
These tapes would be maintained by the Department. Summary
statements would then be prepared of what each individual officer had
expressed as an issue. Officers would be allowed to review the
written summary and/or the actual tape recording if a dispute arose.
No coples of either the tape recording or the officers’ statement would
be provided.

2)  Have the officers who wish to offer input to the Board do so in writing.
Under this option, the Board could not control any coples of sami
which may or may not have been made prior to their belng submitted
to the Board.

NOVEMBER 20, 1992:  Matter Of reports were submitted concerning an
incident at the Fifth District Involving a sergeant and one of the signatories to the
original complaint.

DECEMBER 4, 1992: The Board Chairman received a letter via certified
mail wherein 21 police officers from the Fifth District declared an Impasse and
stated that in their collective opinion, the Board had not been objective and

responsive to their needs.

DECEMBER 7, 1992:  The Board Chairman met with Assistant Chief
Koleas to discuss the future direction of the Board and a means by which it can
accomplish Chief Arreola's directive to conduct an inquiry into the allegations and
prepare a finding with recommendations and/or conclusions for further action. The
Chairman presented a Matter Of report to Assistant Chief Koleas outlining the
manner in which the Board belleved it should proceed. Assistant Chlef Koleas

approves same.
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_ DECEMBER 9, 1992: A memorandum was prepared in which the Board
Chairman ordered the original signatories to both Matter Of documents to appear,
in uniform, at a meeting on December 15, 1992 to hear how the Board would

proceed.

DECEMBER 15, 1992:  Above-described meeting was conducted at the
Training Bureau. Minutes of this meeting were taken and transcribed. This
meeting was recorded by audlo tape; a typewritten, verbatim transcript was
prepared. In addition, a memorandum was prepared and sent to the officers who
were unable to attend the meeting.

DECEMBER 21, 1992:  Chief Arreola recelved a letter from the president of
the Leagus of Martin wherein It was stated that the Board of Inquiry "can no longer
be conslidered a genuine or sincere effort on your part to make changes within the
Milwaukee Police Department”,

DECEMBER 22, 1992: The Milwaukee Police Assoclation fileq for a
temporary injunction restraining the Department from requiring the officers {o
appear in proceedings before the Board of Inquiry. This legal action was filed in

Clrcuit Court, Case No. 92-CV-017882.

JANUARY 4, 1993: The Milwaukee Pollca Supervisors' Orgaqizqﬁon
(MPSO) joined the above-entitied legal actlon as third-party intervenor plaintiffs.

JANUARY 11, 1993: Stipulation and order issued by Judge Michael
Sulllvan. Also on this date, the MPSO made a written, open records request to the
Department for any stenographic recordings of the meetings conducted by the

Board of inquiry.

JANUARY 21, 1993: It was decided that the officers would be required
to submit Matter Of reports rather than have them appear in person before the
Board and tape record the proceedings. Memorandum prepared and disseminated
to all signatories to the original Matter Of documents. Subsequently, officers from
both the Fourth and Fifth Districts submit reports.

JANUARY 26, 1993:  The first grievance was filed pertaining to this
matter. Numerous additional grievances will be filed in the following weeks. :

the Matter Of documents

FEBRUARY 19, 1993:  The Board met to review .
submitted in response to the above-stated order. At this meeting, the Board

decided upon the criterla In which the Indlvidual Matter Of reports should be
placed,

135



FEBRUARY 23, 1993:  The Board received a report from the Fourth District
Jate shift lieutenant wherein a meeting was documented which he had with one of
the signatories to the orlginal complaint relative to discrimination and unequal

treatment.

FEBRUARY 26, 1993:  The Board received a report from an early shift
officer at the Fourth District alleging that retalfation agalnst minority officers was
occurring at his work location.

MARCH 1, 1993: The Board received a report from an early shift
officer at the Fifth District alleging that retaliation against African American officers
was occurring at his work location.

MARCH 3, 1993: The Board met to begin the process of reviewing the
individual Matter Of reports.

MARCH 5, 1993: The Board met to continue the process of reviewing
the Matter Of reports. Also on this date, the Board submitted a recommendation

for a personnel transfer.

MARCH 16, 1993: The Board met to continue the process of reviewing
the Matter Of reports.

MARCH 22, 1993: Memorandum prepared wherein all Department
members were invited to offer any type of input related to the Issue at hand, The
memorandum was disseminated Department-wide but no responses would be
recelved by the Board of Inquiry.

MARCH 24, 1993: The Board met to review the minutes of the March
3rd, 5th, and 16th meetings. The Board also began preparing a list of
documentation which it would like to order from varlous locations within the
Department to assist with their fact-finding.

APRIL 13, 1993: The Board met to continue the process of adding
to the list of above-described documents.

APRIL 14, 1993: The Board met to begin formulating prellminary
recommendations. Also on this date, three matters were referred to the Internal
Affalrs Dlvision for investigation.

APRIL 22, 1993: The Board met to continue formulating preliminary
recommandations.
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APRIL 28, 1993: The Board met to finalize the preliminary
recommendations. During this meeting, Lleutenant Lenard Wells was allowed to
resign from the Board of Inquiry.

APRIL 29, 1993: The Board met to review a draft copy of the
preliminary recommendations.

APRIL 30, 1993: The Board met to review the tinal version of the
prellminary racommendations. Same were approved and provided to the Chairman
who deliverad them to Assistant Chief Koleas.

JULY 1, 1993: The Board met with the Intent of beginning to
formulate letters of response to the officers. It was decided that the preliminary
recommendations should have the approval of Chief Arreola prior to referring to
them In the letters to the officers. Response letters are put on hold until the
Chairman can meet with Assistant Chief Koleas and Chief Arreola to discuss this

issue.
AUGUST 17, 1993: The Board met to begin preparing letters of
responsa to the indlvidual officers,

NOVEMBER 1993: Chiaf Arreola approved the recommendations and

authorized their implementation.

DECEMBER 3, 1993:  The original 28 signators were invited to a meeting
at which they were provided with a summary report of the Board of Inquiry’s work
as well as indlvidual letters of response. Representatives from various
organizations were Invited to a similar meeting and aiso presented with ‘the

summary report.

e
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\ppendix XII

resenters at the Factfinding Meeting of the Wisconsin Advisory
Jommittee to the United States Commission on Civil Rights

"Police Protection of the African American Community
in Milwaukee"

April 22, 1993

Phillip Arreola, Chief of Police

James Backus

James Barrett

George Butler, Alderman

Feimers Chaney, President, NAACP Milwaukee

Father Albert Diulio, President, Marquette University

John Fuches

James H. Hall, Hall, Farst & Patterson

Dwight Lovett

Barren Mc Call

Laverne McCoy

M. Nicol Padway, Chairman, Fire and Police Commission

George B. Palermo, M.D., Professor of Psychiatry and Medicine
Jeanette Robertson, Director, Community Youth Organization
William Rogers, Professor of African American Studies, UWM
Wesley Scott, Metropolitan Milwaukee Association of Commerce
Stan Stojkovic, Professor of Criminal Justice, UWM

Einar Tangen

Ramon Wagner, Director, Community Advocates

William Ward, Milwaukee Police Association

Lawrence Ware
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Presenters at the Factfinding Meeting of the Wisconsin Advisory
Committee to the United States Commission on Civil Rights

"Police Protection of the African American Community
in Milwaukee"
April 23, 1993
Rev. LeHarve Buck, Executive Director
Harambe Ombudsman Project

Betty Grinker, Chair
Southside Oganizing Committee

Glemn Frankovis
Evenlyn Friedman
Jean & John Gorski
Sam Jones

Marison Kearn
Ramona Lozano
Tine McClain

Juan Morales

June Perry, Executive Director
New Concept

Marvin Pratt

Ray Richard, Detective
Milwaukee Police Department

Shirley Warren, Counselor
Urban League of Milwaukee

Dwight Welch, Patrol Officer
Milwaukee Police Department

Lenard Wells, President
League of Martin

John Wesley

#U.S. GOVERNMENT PRINTING OFFICE:1994-383-673/20318
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