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Feedback from Commissioner Rasheed Shabazz on Item 3C: Provide Feedback on Draft
Recommendations from the Community-Led Committee on Police Reform & Racial Justice

Monday, March 1, 2021 CE

First and foremost, I want to again express my solidarity with and appreciation for Mali
Watkins after his experience with Alameda Police while exercising in public. Hopefully, his
experience and the catalizing murder of George Floyd and Breonna Taylor, will eliminate
racist policing.

Second, I want to express gratitude for all the volunteers part of the Police Reform & Racial
Justice Steering Committee and Subcommittee for your research and work. As well as the City
staff who provided information for this report. I also received a mailer last month promoting
this meeting and providing a link to the Recommendations. Thank you all.

I hope tonight to limit my comments, questions, and feedback to issues of equity and open
government. I have general feedback, questions, and specific feedback/suggestions.

GENERAL FEEDBACK

1991: Sometimes the past seems like the present. I have attached as correspondence the 1992
“Mayor’s Committee on Ethnic and Cultural Diversity.” This emerged from the 1991 Mobile
Digital Terminals or MDT incident when Alameda Police officers used racial slurs targeting
Black people, including comments about wearing blackface, dressing up as the Ku Klux Klan,
and shooting Black people. I encourage the Committee and our 2021 Community to review
that Final Report, learn more about recent Alameda history and parallels of perceptions of
racism. [attached]

I wrote about similarities between 1991 and 2020 last year, you can review here

https://alamedasun.com/news/watkins-arrest-reminds-alameda-things-past

Also, Blogging Bayport has uploaded correspondence from that time period:

https://laurendo.files.wordpress.com/2013/03/correspondence-reports-and-
resolution.pdf

As a child, I remember hearing adults talking about what happened. As a result, Alameda
Police had a Police Activity League program where some officers came to Chipman Middle



School on the West End, without uniforms, and played games with us, like “prison ball” ...

I share this all to say: I hope that some proposals are finally implemented. I also suggest the
Steering Committee provide brief “bios” about the participants. The 1992 report also includes
the demographics of the Committee participants. It may be useful to also include that
information as well as any information about whether or not everyone who “applied”
continued with the Committee. Although the names have been on the website, there have been
some conspiracy theories about the Committee memberships. This is part of why the Jackson
Park Renaming Committee published biographies about committee members.

https://www.alamedaca.gov/files/assets/public/departments/alameda/rec-and-park/committee-
member-information.pdf

This may help (re)build trust. Also, providing this information could shed light on how
equitable these (Sub)Committees are compared to other Bodies in Alameda.

QUESTIONS
These are some of the questions I had reading the report. They may seem slightly out of
context, but generally are in order of the report.

General
To date, how many people have responded to online surveys and what have been
demographics?

Unbundling
[ ]
Does the current police leadership acknowledge the traffic stop disparities? And are
their other points of comparison besides residential demographics to understand if there
are disproportionate stops? Are qualitative interactions also being reviewed?
Criminalizing Survival
[ ]
When someone calls the Police and reports seeing an unhoused person in public, how
does APD respond? How are these calls coded? What is the message to that person from
dispatch?

Was civil/asset forfeiture analyzed as part of this report?

Is there any consideration of amnesty for those who have been targeted with citations
and other fees?

Is the City Prosecutor’s Office Docket viewable to the public? If so, where? And is there
any annual report of prosecutions and case disposition that goes before the City
Council? Would it be appropriate to also share this with the Open Government
Commission as part of our annual report?



How have young people been engaged in this Police Reform process, especially those
youth impacted by policing?

What mental health services do APD officers and dispatchers receive?

Policies and Practices
Regarding the current poll/survey: Can you share with us how many people have
responded and anything about demographics and characteristics of respondents? (i.e.
age, sex/gender, race/ethnicity, housing tenure [rent/own/non-resident], etc.)

Is there any oversight of police dept policies? Or, are there any processes where policies
or policy changes are shared with the City Manager AND Council?

What is the “Block by Block” campaign?

Systemic/Community Racism
What are the racial and economic demographics of Alameda’s boards and
commissioners? How many renters are on the planning board? Are Golf Commission
members spread across the island? Who is advising City Council and staff on public
policy?

Next Steps

What is the envisioned Reform process going forward?

Will some of the data, like traffic stops, referenced in this report be summarized,
visualized, or otherwise shared publicly?

What are the current plans for the March 16 meeting and beyond?

What is the current status of the Alameda Police Officers Association contract renewal?
Would any of these reforms be negotiated or adopted with/by them?
UNBUNDLING

Under “Unbundling services,” the report states that, “arrests rates of people of color
exceed their proportion of the Alameda population, increasing the potential for negative
outcomes for our BIPOC community.” In 2017, I asked the previous Police Chief about
this at a Democratic Club Forum and his response, paraphrasing, was that Alameda is
next to Oakland and comparing residency to police stops was not a good comparison.
Personally, the “Oakland” as a dog whistle for Black is old and does not acknowledge
the racial banishment experienced by Black Oaklanders. Additionally, regardless of the
residential demographics, if someone who does not live here but wishes to work, pray,



or shop here, I’d hope fear of being overpoliced does not discourage them from being
here.

Does the current police leadership acknowledge the traffic stop disparities? And
are their other points of comparison besides residential demographics to
understand if there are disproportionate stops? Are qualitative interactions also
being reviewed?

CRIMINALIZING SURVIVAL

A. Homelessness. Growing up, on multiple occasions, I witnessed Alameda Police pick
up unhoused people and drop them off on the other side of the bridges. My
understanding was that the previous chief’s approach was fairly progressive, among
other Bay Area Police Chiefs. I’d heard the Chief sought to discourage some of the
frivolous phone calls. I am curious, what happens today? In recent years, some
community members that opposed housing and housing unhoused people here in
Alameda. Some went as far as attempting to utilize the police power of zoning to stop
the Wellness Center on McKay Avenue. It would not be hard to imagine people calling
the police on someone for simply being in public.

When someone calls and says, “there is some sketchy homeless man on McKay
Ave and what about the children?” How does APD respond? How are these calls
coded? What is the message to that person from dispatch?

B. Fines, Fees and Revenue: Growing up, my neighborhood would colloquially refer to
APD’s citation and towing practices as “tax season.” Under fines, fees, and revenue, pg.
5 says, “ Locally, Alameda police enforce traffic and vehicle citations in a way that
disproportionately target BIPOC and low-income individuals.” For those that paid
attention, this was one of the factors people from Ferguson, MO complained about a few
years ago, this municipal exploitation. I assume this is nowhere near the extent of
Ferguson in terms of profits being extracted.

Was civil/asset forfeiture analyzed as part of this report?

Is there any consideration of amnesty for those who have been targeted with
citations and other fees?

Misdemeanors/Low-level crimes: Prosecutors Office: There is a reference to the City
Prosecutors docket.



Is the Docket viewable to the public? If so, where? And is there any annual report
of prosecutions and case disposition that goes before City Council? Would it be
appropriate to also share this with the Open Government Commission as part of
our annual report?

Laws that Criminalize youth: On page 7, just to clarify: “homelessness” would not be a
“behavior” but a condition, status, or experience.

How have young people been engaged in this Police Reform process, especially
those youth impacted by policing?

E. Under mental health, my understanding is that law enforcement is a stressful
occupation.

What mental health services do APD officers and dispatchers receive?

POLICIES AND PRACTICES
Generally, my concerns here sit with engagement and oversight of policies and practices.

The Department Policies and Practices Subcommittee shares the value of “all
community voices must be heard”. I appreciate that mindfulness about public
participation in processes, especially considering people impacted differently by
policing. And as demonstrated by the demographics of the recent General Plan surveys
and responses to ARPD’s Rename Jackson Park poll, many voices are missing from
decision making in Alameda. Older, white, and wealthier folks have more input in many
processes. | participated in the online survey.

Can you share with us how many people have responded and anything about
demographics and characteristics of respondents? (i.e. age, sex/gender,
race/ethnicity, housing tenure [rent/own/non-resident], etc.)

Policy Input: There was some, for lack of a better phrase, controversy last summer when
the chief of police stated the City would stop responding to [type of calls]. I recall that at
a 2015 event at Ruby Bridges, the Chief had been aware of these frivolous calls, but had
not changed the police. But, after the inappropriate contact of Mali Watkins, this policy
was adopted.



Is there any oversight of police dept policies? Or, are there any processes where
policies or policy changes are shared with the City Manager AND Council?

+: It may be useful to require an annual review of policies or have policy changes
within the last year be included in an annual report sent to the OGC or,
eventually, the POC/PRB.

I appreciate the recommendation for a community engagement process that centers the
voices of people targeted by policing due to race and class. I am concerned about
retaliation and hope the process can be designed in a way that accounts for this
concern.For example, last summer, I shared one adverse childhood experience with
APD and at a subsequent town hall, a police dispatcher apparently said some
disparenging things about my family. And that’s a person presumably without a gun. I
think it is an important principle and strong recommendation, and I personally wouldn’t
want to be in a process where I share my experience and then have some random old
white dude invalidate my experience or question my “data.”

re: social media protocol. In August 2017, a group of young Black people had weapons
drawn on them at Target. According to a FB post on the APD account, they had a stolen
video. After multiple public records act requests, I got the information about the person
arrested. According to the District Attorney’s office, they were not charged or
convicted. This raises the concern about stigmatizing people and reinforcing the
psychological associations between race and crime. Thus Black people in particular are
guilty until proven innocent, and if that does occur, no retractions or clarifications are
published.

Also: What is the “Block by Block™ campaign?

POLICE OVERSIGHT

A few years ago, then-Mayor Trish Spencer had a referral for a Crime and Police Oversight
board. At the time, I opposed her specific proposal because I worried it would be driven by
irrational fear about crime and not focus on civilian oversight. For a few reasons, I encourage
emphasizing “Civilian” oversight. One relates to citizenship status and the second relates to
having non-police staff on the Commission.

This is one of the most important recommendations. There does not appear to be much
oversight of the Police Department. Social theorists note the state has a “monopoly on
violence” and as enforcers of the law, police have had unmonitored discretion to utilize
force to reinforce the social structure.



Annual Police Reporting: Going back to the December 2017 so-called oversight
proposal, at the same time, the then-Police Chief published 30 years of crime data. Now,
while I think it was important and insightful they published long-term data to provide
context and factual information amid hype, applaudable, the fact that such a wide swath
of data was being shared at once suggested that there had not been regular reporting to
the City Council. From 1933 to at least 1972, the Alameda Police department published
an annual report. Some of these are available at the Main Library and at UC Berkeley’s
Richmond facility.

+: Until an Oversight body is developed and institutionalized in the Charter, it
may be useful to have the Chief or Police brass provide regular reports to Council:
annually, semi-annually, etc.

SYSTEMIC AND COMMUNITY RACISM

Unfortunately, these recommendations seem the least developed. Policing is just one facet of
how people experience government. I want to assume these recommendations are
underdeveloped because of the intention to focus on this after March 2021. Here’s my

feedback:

Defining and Adopting Anti-racism and Equity: First and foremost, it would be
beneficial for the City to adopt a definition or vision for “Equity,” as a value and
strategy and adopt possible metrics.

+: See Othering and Belonging as an example:
https://belonging.berkeley.edu/equitymetrics

I recently wrote a column for the Alameda Sun, they don’t pay me as a columnist, ftr,
about measuring racism in Alameda.

https://alamedasun.com/news/racism-broader-issue-alameda-society

A few years ago, (November 7, 2018) I made a similar recommendation when the
Council adopted “Alameda United Against Hate.” Consider studying these areas:

Housing - Examining Alameda’s housing policies and programs to identify
inequalities in down payment assistance, is one start

Employment - Examining and regularly publishing the Equal Opportunity



Commission (EOC) data that is reported every two years.

Boards - Examine the representation of Alameda’s boards and commissioners.

o

What are the racial and economic demographics of Alameda’s boards and
commissioners? How many renters are on the planning board? Are Golf
Commission members spread across the island? Who is advising City Council
and staff on public policy?
GOING FORWARD: Beyond this ‘Moment’ towards Truth and Reconciliation
This process has been an opportunity for Alameda and Alamedans to articulate the values we
hold dear. Although COVID-19 has limited some methods of community engagement, this is a
start. My hope is that this moment and momentum can be used to improve the safety of all

members of our community.

DATA CONCERNS: In 2017, it became public that License Plate data collected by
APD went to a vendor that was sharing or selling data with ICE. Alameda residents

apparently also share Ring data with APD.

What is the policy on sharing and retaining that data?

Facial Recognition: What is the current status of Alameda’s facial recognition ban
and other privacy oversight, from 2019?

BEFORE THE COUNCIL: This goes to the City Council on March 16.

What is the envisioned process going forward?
Will some of the data referenced in this report be shared publicly?
What are the current plans for the March 16 meeting and beyond?

CONTINUING THE WORK: I would also recommend that, in line with some of the
“Unbundling” recommendations, that the Steering Committees be continued as a
“mechanism” to continue the work towards oversight

Perhaps this could include quarterly meetings in which one or some of these are



shared to continue to provide Sunshine on public safety, but also operate as a
model prior to the development of real civilian oversight.

What is the current status of the Alameda Police Officers Association contract
renewal? Would any of these reforms be negotiated or adopted with/by them?

TRUTH & RECONCILIATION: Over the past year, I’ve consistently raised the concept
of a “Truth and Reconciliation Commission” in Alameda. Three cities have launched
pilot projects in Boston, Philadelphia, and SF https://www.tjrc.org/

One of the methods used in the 1992 report was interviewing. That may be a
method of including people targeted or impacted by policing in a way that
provides some safety—so their names are not doxxed on Nextdoor for simply
sharing their experience or wanting to improve life for others. I have also included
an article by Dr. Androff about the Impact of the Greensboro Truth and
Reconciliation Commission. [attached]

Some of the Systemic and Community Racism issues I raised above could be part
of a broader Truth and Reconciliation Process. Possible organizations that could
assist include:

Governmental Alliance for Racial Equity

Center for Policing Equity

Othering and Belonging Center

Belong Circles (Faith in Action)

What could a Truth, Justice, and Reconciliation process look like in Alameda?
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Narrative Healing Among Victims of Violence:
The Impact of the Greensboro Truth and

Reconciliation Commission
David K. Androff

Narrative interventions have been increasingly incorparated into social practice and applied to victims of violence.
Truth and Reconciliation Commissions (TRCs) are interventions that seek to provide victims of violence with oppor-
tunities for healing and validation through a narrative process. In a qualitative study of the first TRC in the United
States, the Greensboro TRC (GTRC) in Greensboro, NC, this research investigated the impact of giving testimony to
the GTRC on the victims of a 1979 incident of racial violence. Most victims (M = 17) reported positive healing and vali-
dating experiences from their participation in the intervention. This study provides support for the healing assumption
embedded in TRC pracesses and discusses implications for narrative interventions with victims.

IMPLICATIONS FOR PRACTICE

s Articulating trauma can benefit victims of violence,

*  TRCs can provide victims of violence a structured and
safe space to share their stories with a respectful audi-
ence and faclitate cathartic healing and public valida-
tion of their traumas.

arrative interventions such as group and fam-

ily therapy have been increasingly incorporated

into social work practice, and have also been
applied to victims of violence. The Greensbora Truth
and Reconciliation Commission (GTRC) was a narrative-
based community intervention responding to ongoing
issues stemming from a 1979 incident of racial violence.
Truth and reconciliation commissions (TRCs) have
emerged as a means of addressing human rights abuses
and violence around the world, and have many connec-
tions to social work practice (Androff, 2010a), TRCs are
narrative interventions; it is assumed that they will con-
tribute to the healing of survivors of violence. Victims’
testimonies are expected to result in a cathartic release
along with a public acknowledgment of their abuses by
sympathetic witnesses, thereby benefiting individuals’
recovery from violent trauma. Findings from narrative
interventions with victims of violence suggest that there
is a benefit to telling one's story to a supportive audience;
however, questions remain as to whether victims' testi-
monials before a TRC leads to healing.

In a study of the first TRC in the United States, this
qualitative research sought to understand if giving tes-
timony to the GTRC led to experiences with healing and
validation among victims. This article presents a brief
historical background, and then reviews narrative ap-
proaches in social work practice and narrative interven-
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tions for victims of violence. TRC intervention is present-
ed, and its narrative focus in South Africa is discussed.
After summarizing the findings, implications for narra-
tive interventions with victims of violence are presented.
This study is relevant to social workers practicing in
group and community settings, restorative justice inter-
ventions, and victim support services. This study can be
applied to social work practitioners seeking to use narra-
tive approaches with victims of violent crime, hate crimes
and incidents of racial intolerance, and victims of human
rights abuses and political repression, such as refugees.

Historical Background

On November 3, 1979, Ku Klux Klan and American Nazi
Party members fired into a racially mixed group of labor
union activists during a demonstration in Greensboro, NC.
After 88 seconds of gunfire, five demonstrators were killed
and 10 were injured in what became known as the Greens-
boro Massacre. After the attack, city authorities clamped
down on subsequent protests and the police harassed the
victims; some were arrested and others surveilled. Under
pressure from the city, the local media distorted their cov-
erage and framed the incident as an equal shootout be-
tween two radical fringe groups, rather than a one-sided
attack. The victims, members of the Workers Viewpoint
Organization (WVQO) with connections to the Communist
Workers Party (CWP), were portrayed as dangerous com-
munist agitators—outsiders without community ties. The
perpetrators were prosecuted in two criminal trials; how-
ever, the district attorney wasn’t supportive of the victims,
equating them to the North Vietnamese Army. Although
the attack was videotaped in broad daylight, all-White ju-
ries acquitted the perpetrators in both trials.

Continuing to work for justice and to expose their sto-
ry, the victims won a federal civil suit in 1985 against the

2012, 93(1), 3B-4
DOI: 10.1606/1044-3894.4178
http:/www.familiesinsociety.ora/ShowAbstract.asp?docid=4178
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perpetrators and the Greensboro Police Department for
the wrongful death of one of the victims. In 1999, local
community organizations influenced by the success of the
South Africa TRC partnered with NGO consultants and
philanthropic groups to arganize a reinvestigation of the
Greensboro Massacre. In 2004 the GTRC was launched to
examine the causes and consequences of the violence. The
GTRC’s investigation included approximately 200 state-
ments from victims, perpetrators, and community mem-
bers. The GTRC held three public hearings—one on the
events leading up to November 3, 1979; one on the events
of that day; and one on the consequences of the violence.
In 2006, the GTRC released a comprehensive final report
of their findings.

Narrative Therapy, Social Work Practice,
and TRCs

Narrative Interventions in Social Work Practice
Narrative therapy is grounded in feminist and social con-
structionist theory, research, and practice (Béres & Nich-
ols, 2010; Freeman & Couchonnal, 2006; Jones, 2004; Kel-
ley, Blankenburg, & McRoberts, 2002). Interchangeable
with the term “story,” narrative refers to how people (au-
thors) construct identities and meaning that they ascribe
to events, experiences, and the world around them. Pio-
neered by White and Epston (1990), narrative therapy has
been increasingly applied to many aspects of social work
practice, primarily group and family therapy. Narrative
therapy attends to the meanings people attribute to life
events, their self concept, and identity. The primary nar-
rative practice principle is listening and acknowledging
people’s stories; another is respecting clients as the au-
thors and experts of their lives. Related concepts are cli-
ents’ rights to define their lives and problems, identifying
and challenging oppression, reconstructing meanings,
and transforming clients’ narratives toward new possi-
bilities. Narrative therapy principles have been applied to
support self-healing and recovery among clients through
increasing their understanding and empowerment.
Narrative therapy is especially suited to group formats
where members present themselves on their own terms,
sharing personal testimonials and experiencing relief and
acceptance as a supportive audience listens, bears wit-
ness, and provides validation (Dean, 1998; Jones, 2004).
Researchers have identified narrative therapy principles
as being consistent with social work values and emphasiz-
ing empowerment and strengths-based approaches (Free-
man & Couchonnal, 2006). Although empirical evidence
supporting the effectiveness of narrative interventions is
still growing, narrative approaches have been success-
fully demonstrated in many populations such as families
with parental-child conflict (Besa, 1994) female adoles-
cent offenders (Kelley, Blankenburg, & McRoberts, 2002),
men who have used abusive behaviors (Béres & Nichols,

2010), clients with diverse backgrounds (Freeman &
Couchonnal, 2006), people facing adverse life events such
as bereavement (Angell, Dennis, & Dumain, 1998), and
self-help (Dean, 1998) and support groups (Jones, 2004).

Narrative Interventions With Victims of Violence
Narrative therapy with victims of violence promotes re-
covery from trauma (Herman, 1997). Psychological trau-
ma, while complex, entails disempowerment and discon-
nection from others (Herman, 1997). Narrative therapy
has been applied to social work practice with survivors of
male violence, where victims’ previously silenced voices
are authenticated by radical listening, abuses are vali-
dated by bearing witness, and performing stories before
supportive audiences legitimates authentication and vali-
dation (Wood & Roche, 2001).

The ability of narrative interventions to address and
resolve the traumatic legacy of violence is unknown,
and research on narrative applications with victims is
underdeveloped. Theoretical frameworks of trauma and
recovery have been developed that posit narrative inter-
ventions as being able to repair and reintegrate traumatic
experiences into the victims’ autobiography, sense of self,
and identity (Crossley, 2000; Neimeyer & Stewart, 1996).
Although these models do not have broad empirical sup-
port, some research demonstrates that victims’ ability to
articulate their trauma is correlated to better coping and
recovery (Beaudreau, 2007; Tuval-Mashiach et al., 2004),
and case examples of successful narrative interventions
with traumatized victims of violent assaults have been
presented (Neimeyer & Stewart, 1996).

Narrative interventions for victims of violent trauma have
been found to have some therapeutic value across a range
of traumas (e.g., genocide, torture, political repression) in a
variety of international settings, including South America,
Africa, and the Balkans (Cienfuegos & Monelli 1983; Neun-
er, Schauer, Roth, & Elbert, 2002). Cienfuegos and Monelli
(1983) first applied narrative principles to the treatment of
traumatized victims. In their psychotherapeutic treatment
of victims of Chile’s violent persecution in the 1970s, they
used the testimony of political prisoners and torture victims
as a therapeutic tool to facilitate recovery from trauma. Vic-
tims’ testimonies of abuse led to the individuals™ cathartic
benefits of verbalization and elaboration. This “testimony
therapy” led to the relief of symptoms of anxiety and depres-
sion (Cienfuegos & Monelli, 1983). Testimonies channeled
victims’ suffering into socially constructive action, contrib-
uting to historical memory by documenting the suffering
caused by violent political repression. A key feature of tes-
timony therapy is the submission of the testimony to oral
archives and human rights documentation projects. Weine,
Kulenovic, Pavkovic, and Gibbons (1998) found reduced
trauma symptoms when treating Bosnian refugees with
testimony therapy. Peltzer (1999) successfully applied testi-
mony therapy with Malawi and Ugandan torture survivors.
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Building on testimony therapy, Neuner, Schauer, Roth,
and Elbert (2002) developed narrative exposure therapy
(NET) for use with refugees who are victims of human
rights abuses. NET also blends a narrative process with
political advocacy by documenting abuse and mak-
ing submissions to human rights organizations. NET
has shown a reduction of posttraumatic stress disorder
symptoms in Kosovar, Ugandan, Rwandan, and Somali
refugees (Neuner, Schauer, Roth, & Elbert, 2002; Neuner,
Schauer, Klaschik, Karunakara, & Elbert, 2004; Neuner
et al,, 2008). Malpede (1999), writing about Chilean testi-
monies of surviving human rights abuses, notes that the
public presentation of testimonials or a “theater of wit-
ness” can transform private traumas into public recogni-
tion and validation through empathic and compassionate
listening. Tedeschi (1999) maintains that bearing witness
to trauma narratives can facilitate posttraumatic growth,
even decades after the trauma. Through telling their
story, victims can be transformed into survivors, and by
bearing witness society can be transformed as well.

TRCs as Narrative Interventions

TRCs are institutional investigations into human rights
abuses and consult with victims, perpetrators, and com-
munity members in public forums that encourage dialogue
and reconciliation between formerly antagonistic groups
(Androff, 2010a, 2010b). TRCs have a fundamental narra-
tive aspect; testimony from public hearings and statements
given in person are analyzed with the findings from the
investigation and presented as a macro-historical record
in the hope that engaging with the past will assist social
recovery. Based on restorative justice, TRCs are victim-
oriented processes that seek to unearth previously silenced
stories of victims and facilitate sharing their experiences in
a supportive environment.

A core assumption is that TRCs contribute to the heal-
ing of survivors of violence. Similar to testimony therapy,
victims’ testimony is expected to result in a cathartic re-
lease along with a public acknowledgment of their abuses
by sympathetic witnesses that will have a positive effect
upon individuals’ recovery from violent trauma (Minow,
1998). The cathartic release is viewed as positive emotion-
al self-exposure that may provide relief from symptoms
of stress, anxiety, and trauma. Public validation is an im-
portant aspect of a victim’s participation in TRCs; often a
significant part of their suffering has been the continued
official denial to acknowledge the injustice. The oppor-
tunity to tell their stories in a formal, public way that is
reported, recorded, and reviewed is expected to be benefi-
cial to victims (Sacco & Hoffman, 2004).

The South Africa TRC used the slogan “revealing is heal-
ing” to present TRC as a therapeutic process for address-
ing individual and collective traumas from the state pol-
icy of apartheid. This TRC did contribute to healing and
validation, as the narrative approach facilitated victims’

structured storytelling and aided victims in breaking the
destructive culture of silence (Allan & Allan, 2000; Ham-
ber, 1998; Hamber, Nageng, & O’Malley, 2000). Through
legitimizing suffering and the public expression of emo-
tion in a safe space, many victims benefitted psychologi-
cally and experienced cathartic releases (Hamber, 1998).
One participant, who was blinded when shot in the face
by police, described the experience of testifying before the
TRC as being akin to regaining his sight (Hamber, Nageng,
& O’Malley, 2000).

Despite these positive reports, some participants re-
ported negative experiences and were disappointed by the
South Africa TRC (Hamber, Nageng, & O’Malley, 2000).
Frustrations with the shortcomings of the TRC have been
explained as reactions to the perceived injustice of grant-
ing amnesty to perpetrators and the failure to provide
reparations to victims (Hamber, 1998). Kaminer, Stein,
Mbanga, and Zungu-Dirwayi (2001) found no relation-
ship between testifying at the TRC and reduced psychiat-
ric symptoms; they suggest that while insufficient by itself
to achieve healing, it may have begun a process of healing.
Although TRCs may have psychological and emotional
benefits, storytelling and testifying is not therapy and
may not directly result in healing. Testifying before an
audience lacks the privacy, intimacy, and support of the
rapeutic relationship. De Ridder (1997) found that despite
the short-term positive effects, some victims experienced
distress in the longer term following their testimony, add-
ing to the concern that inadequate mental health services
exist for victims (Hamber, 1998).

The GTRC operated in a different context than the
South Africa TRC; there was no amnesty or expectation
of reparation and the length of time elapsed since the
violence presented a low risk of distress from testifying.
The victims of the Greensboro Massacre had 25 years to
process the events of November 3, seek therapeutic ser-
vices, and engage in their own natural recovery journeys.
The GTRC did make efforts to be sensitive to the trauma
of victims, setting aside five empty chairs at every public
hearing with a rose on each one to commemorate the five
killed and holding a moment of silence in honor of the
victims at the start of each hearing. The research question
guiding the present study asks what impact giving a state-
ment or testifying before a public hearing at the GTRC
had upon the victims of the Greensboro Massacre, and
how this intervention may have contributed to their heal-
ing from trauma.

Methodology

Research Design and Data Collection

An exploratory qualitative research design was used to
understand the experiences of the victims of the Greens-
boro Massacre who participated in the GTRC (n = 17).
As no research has studied this population, a qualitative
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research design permitted an exploration of victims’ ex-
periences. Open-ended, in-depth interviews were con-
ducted for data collection, averaging about two hours.
Interviews were recorded, transcribed, and analyzed in
ATLAS.ti" software.

An open-ended interview guide addressed questions
on the impact of respondents’ participation in the GTRC
upon their overall well-being, as well as basic demo-
graphic information related to their socioeconomic status
(occupation and education). To assess the negative conse-
quences of the violence, respondents were asked about the
effects of the violence on their lives in 1979 and over the
25 years prior to the GTRC. Special attention was paid to
how the passage of time may have affected respondents’
experiences with the GTRC. The majority of questions
asked respondents about their experiences with giv-
ing a statement, testifying, and telling their story to the
GTRC. Specific questions were asked about experiencing
catharsis from their participation and receiving valida-
tion from the GTRC, as these are the main assumptions
of how TRCs promote healing among victims. The ques-
tions on healing and validation asked about the respon-
dents’ recovery from the effects of the violence, being able
to express negative feelings, being able to grieve, feeling
like they were listened to, and being able to “move on.”
Respondents were also asked if and how the structure of
the GTRC facilitated any such experiences with healing.
The interviews allowed respondents to express both posi-
tive and negative experiences, as well as anything they felt
was relevant to these topics.

Sample
A purposive sampling strategy identified 17 victims of
the Greensboro Massacre who also participated in the
GTRC intervention. Although most of those affected by
the 1979 violence were involved with the GTRC, not all
victims of the 1979 violence choose to participate; inter-
viewing these people was beyond the scope of this study.
Many participants in the GTRC were not victims of the
violence, including perpetrators and community mem-
bers; however, they also were not included in the sample.
To understand the impact of the GTRC best, the sample
was limited to the population affected by the violence and
those who participated in the intervention. Victims refers
to the survivors of the Greensboro Massacre, including
those shot and stabbed, widows and children of those
killed, and others present who witnessed the violence
and could have been injured. Victims participated in the
GTRC by giving personal statements in private inter-
views to a GTRC staff interviewer or through delivering
testimony at a public hearing before the commissioners
and audience,

The sample falls into two age groups: the 14 members
of the WVO that were in their 20s and 30s at the time
of the 1979 demonstration and are now in their 50s and

60s, and three members of the second generation, the
victims’ children who were either very young or not yet
born in 1979 (the oldest was 9), and now are in their 20s
and 30s. Nine of the respondents were female, and eight
were male. Thirteen respondents identified as White (four
identified as Jewish), and four respondents identified as
African American. The racial groups were equal along
gender lines (both African American and Jewish groups
were evenly male-female). The respondents are highly
educated; most had been to college, and 12 hold gradu-
ate degrees. Three had completed only high school; two
held bachelor’s degrees, five held master’s degrees, two
had earned medical degrees, and five were PhDs. All were
employed.

Findings

Effects of the Violence On the Victims

Many people cried when talking about the events of No-
vember 3 and its impact on their life. The respondents
described being severely traumatized and debilitated at
the time, as well as for most of the first decade afterward.
Understandably, the violence, its aftermath, and the loss
of family and friends had a dramatic negative impact
upon the survivors. Respondents (B, H, O) described the
trauma as “the worst thing that ever happened,” “huge,”
“deep,” “the most traumatic event of my life,” and “a ter-
rible disaster.” Their (E, G, M) reactions to the trauma
included, “It was an emotional avalanche,” “I was lost,” “It
felt like half my body was blown away,” “Life wasn’t worth
living,” and “devastating.” Most respondents felt survi-

”

vor’s guilt, and talked about how they could have easily
died instead of their friends and family.

Vilified in the press, harassed by the authorities, and
ostracized from the community, they experienced ex-
treme social isolation and were very paranoid about fur-
ther violence. Most everyone feared for their lives in the
immediate aftermath; G and H described sleeping with
guns under their pillows for a year after the attack for self
protection, and many of them brought guns to the funeral
march. L described the paranoia, saying “I didn’t expect
to live through the year” and stated the biggest change
over time as “I don’t go around thinking someone’s going
to kill me anymore.” A member of the second generation
(A) shared how the trauma was vicariously transmit-
ted intergenerationally and impacted her as a child. She
feared her family trips to Greensboro, where, based on
the stories she’d overheard of November 3, she thought
her family would be shot and killed in the streets.

Although one respondent reported still having night-
mares, usually respondents described coming to terms
with the pain and trauma over the years, slowly getting
better, and eventually getting on with their lives. Many
people were able to integrate what had happened into
their lives. F dealt with the trauma through therapy,
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where the events of November 3 were overshadowed by is-
sues of family dysfunction in his childhood. He resolved
his involvement in the CWP as part of a rebellion against
authority, society, and his family. In fact, half of the for-
mer CWP members expressed a sense that they were in
some ways naive in 1979 (“we were so young then”) and
that with time and age, they have matured. Thirteen re-
spondents indicated that their occupations or volunteer
work served as mechanisms for them to deal with the
tragedy by giving them the opportunity to continue the
legacy of the victims that had been killed.

Difficult Emotions Arising From Testifying

Despite the time elapsed, respondents described fearful
reactions to the prospect of participating. These included
increased anxiety, “T was definitely nervous aboutitand as
it got closer I was more nervous about it then I'd thought
I would be,” and “I was very nervous ahead of time, and
I had problems sleeping for quite a while leading up to
[the public hearings]” (I, N). Often these fears centered
on how their statements would be perceived or distorted,
and essentially having to trust the GTRC process, “Just
the idea of speaking in front of all...these commissioners
who were going to decide what the truth was...seemed
relatively definitive” (O). Respondent I said,

I had to be so careful how I said things because I didn’t
want to be misrepresented. ...I wasn't sure what the
reaction would be from the public...if it was negative
there was a fear in me, sort of like “Do I want to be tied
into this thing if there really is a backlash to it, if people
really respond negatively to it?”

Six respondents expressed how difficult it was for them
to participate in the GTRC, and described having strong
emotional reactions, such as “I shook and cried through
it,” and “I talked through tears the entire time” (A). De-
scriptions of the emotional reactions to participating in
the GTRC ranged from “The interviews were very in-
tense,” and “It was very heavy, a very heavy experience,”
or “It was very, very powerful,” to indicators of the emo-
tional impact upon other respondents, “Almost all the
survivors, when they testified, cried or at least teared up,”
and “People were crying right and left, people T've never
heard cry” (G, O, N).

Positive and Cathartic Healing Experiences
Although some reported experiencing anxiety prior to tes-
tifying and difficult emotions as a result of their testimony,
most respondents stated that testifying was a “wonderful”
and “positive” experience (N, L). Respondent | said, “It
was very wonderful to be able to talk about something...
so traumatic.” Respondents’ positive feelings were derived
from satisfaction with their testimony, “When I was done I
felt like I had said what I wanted to say” (I). ] stated,

It was great to be there; I loved it. I loved it. It was
long, it was all day but not for one second did I ever
get bored, I loved it, I loved listening to these stories.
If I could do it for another three hearings, I would
do it again. I loved it, I loved it.

Respondents stressed how their participation enabled
greater comprehension of their role in the events, “It was
very educational and empowering for me” (E). This re-
spondent felt that his testimony helped to reflect on the
past, “to connect with that day and understand, and think
about things.” Some felt that giving a statement facilitated
gaining insight, “I felt it actually produced some insight in
me, as far as what my own motivation was and what had
happened,” and “In the course of preparing [my state-
ment], | understood better what it was that had happened
back then. I mean it really increased my understanding”
(O). Through her testimony, A gained valuable perspec-
tive on how the trauma had vicariously affected her own
life, resulting in a significant shift in her life goals. Prior
to the GTRC respondent A had been planning to attend
medical school, motivated by a sense of needing to replace
one of the victims (a doctor) that was killed—substituting
her own life for his. After her testimony, A described being
“freed” or “relieved” from that obligation, having “made
peace” with November 3 by dealing with the emotional
and psychological issues that were affecting her in uncon-
scious ways. Her motivation to become a doctor became
conscious through her participation in the GTRC, and she
was freed to pursue her future on her own terms and work
towards a goal that she determined herself.

Several people described having a cathartic healing ex-
perience when giving their statement or testifying before
a public hearing, “Tt was a kind of catharsis for me, which
I had not had the opportunity to have before.” These ex-
periences were described as “a tremendous benefit,” “very
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cathartic,” “very good,” “really, really good,” “wonderful,”
“very helpful,” and “personally healing” (C, ], M). Respon-
dent G revealed that, “It’s been helpful to me, as someone
who was personally affected by the deaths of my friends
and colleagues.” Respondents described the process of
“having to write about it and think about it and talk about
itand listen to other people with different views” as helping
to “release a lot of anger and pent up frustration.”

Twelve respondents described the cathartic release as
coming from expressing feelings (“[If] you're able to get
this anger out, to talk about it, that’s helpful. I think [tes-
tifying] promotes this kind of healing”), and telling sto-
ries (“Any time somebody tells their story, it’s healing and
it was extremely personally healing”) (G, J). Respondent
O talked about the emotional benefits of giving a state-
ment to the GTRC,

For me that was a an epiphany....It really just jumped
out of me, and as I was writing it, I realized and 1
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wrote it down, and when I read it, I really choked
up at this point. It was like, wow, it was deep...it was
very profound. I didn’t expect that at all.

The opportunity to talk and share their experiences
was clearly helpful: “Talking about it makes it better”
and “You're able to express yourself and your feelings,
that’s helpful” (G). Respondent I described “being able...
to speak to your own truth in a way that feels very hon-
est and open, but also acknowledged.” Many respondents
discussed the benefit of “being able to find a voice and to
have that voice heard, I think that’s part of the healing
process” (I). This respondent added, “Real healing can
come from being able to tell your story honestly and be-
ing able to have it heard and then being able to have that
[story] combined with others.” For some, it was their first
chance to share their story, “That was the first time that
I felt comfortable saying [my story] in a public setting, to
confessing the pain and the suffering” (C).

A few described the rapeutic benefits of their testity-
ing, “I look at giving the testimony a lot like a counseling
session where I was able to let out a lot of trauma that
I had taken on,” and “It’s not as direct as sitting down
with a psychologist...but it’s probably better” (A, G). Tes-
tifying allowed respondents to deal with their feelings, as
respondent A described that, prior to the public hearing,
“I didn’t actually deal with any of the emotions that were
going to come up.” Testifying facilitated this process, “It
was emotional and from the first sentence there’s a bub-
bling up of feelings I hadn’t dealt with consciously.” Re-
spondent I said that testifying allowed them to “let the
feelings of [trauma] be less immediate, be less intense and
near the surface.” The rapeutic benefit of testifying was
also described by C as “T was able to be human in tell-
ing my story,” and “it was the first time [ talked about
how [the shooting] had damaged the relationship with
my children.”

Respondent I described experiencing a new sense of
freedom after testifying, “[It was] very healing, [I] felt
very liberated in a way I hadn’t anticipated.” This related
to being freed from their own history, “acknowledging
the things that have made me the way I am, that have
shaped my life and those close to me while at the same
time, not letting that blindly drive us” and “it’s a releasing
sort of thing. Youre not bound by this history anymore.”

Public Validation From the GTRC

Respondents expressed that their statements and testimo-
nies were received in a positive manner, “It was wonderful
to see [the commissioners] absorbing [my statement] and
really taking it seriously” (M). In general, they felt that the
commissioners and interviewers were “very eager, I felt, to
hear about my experience.” Many respondents reported
feeling validated by their experiences giving statements
and testifying at the GTRC. Validation included feeling

listened to and publicly acknowledged, “I really appreci-
ated being acknowledged and being validated,” and “it’s
about being validated or being expressed through the
Commission, not just through another voice” (E). This
public validation contributed to their healing for I,

The chance to be able to say “This is what happened
to me” in a very open and honest way is something
powerful for me. To be part of people wanting to
hear that too, outside of our little circle, to have other
people say “No this is important, this is valuable,”

I think is a way to sort of let the hurt or anxiety or
shame of the past sort of lose its significance.

This validation stemmed from the respondents’ feel-
ings that they were treated much better by the GTRC
than they had been by the media, in the trials, and by
“incredibly hostile audiences in Greensboro” (M). One
respondent said testifying was “very different than a lot
of the interviews that we've been subjected to,” while an-
other praised the GTRC for treating victims with sensi-
tivity and respect, “It wasn’t at all like the treatment we’d
gotten from the press...in the slightest” (N, O). It was a
new experience for victims to tell their story “publicly
to a judging audience that was in Greensboro that was
not hostile” (M). H explained how “people who've been
disfranchised and ignored need a voice and need an op-
portunity to be heard.” This is a fundamental contribu-
tion that TRCs can make, providing “an opportunity for
[the victims]...to have their voices heard in a situation
where they are listened to as rational human beings and
not just dismissed [and not] demonized” (H). The main
difference between their previous interviews and the
GTRC was that the GTRC “was a victim-oriented kind
of a process” (O).

The way that interviewers and commissioners asked
questions was important to people as it was how “I could
tell they were listening...because they did ask the right
questions.” M described feeling validated by the ques-
tioning at a public hearing when “[a commissioner asked|
at the end, “‘What do you think would have happened if
[the police informant in the KKK] had not been in the
picture?” And I said, ‘Ding!” He got it.” Another person
appreciated the interviewer, who “asked a lot of great
questions. It ended up just being a great conversation” (I).

Seven respondents felt especially supported by the
GTRC and the audience, “[I] was treated with respect
and listened to by many people...with respect and inter-
est and compassion” (C). Many people described “being
listened to deeply,” or “feeling heard in a very deep way,”
and feeling that “people were listening respectfully” (C,
I). C explained, “One of the most healing things is to be
able to discuss your woundedness and your injuries and
be listened to with respect.” Testifying was also a way for
some to connect with others, “being able to share that, I
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think is very powerful and contributes to the sense of not
being alone with this information...and being part of a
broader community” (I).

The presence of an audience was special, “It was the
first time that I told my story in the city where it all hap-
pened, where I spent a good part of my adult life,” as was
the size of the audience. Having an audience of “not just
one person listening to me, but a crowd,” of “a couple
hundred people” made a significant impact upon respon-
dents (C, A). The impact of having a respectful audience
contributed to this healing, and “was pretty profound.”
Some respondents even received “a standing ovation.”
The feelings of healing extended beyond the immediate
audience, to supportive communities around the world
(“a bell rang in South Africa and there was a moment of
silence, those things are very, very, very powerful heal-
ing”), and to audiences in the future (“the people who are
going to read [the statements], the people who are going
to go back and look at the report or look at the files”) (J,
I). Similarly, people were moved to be a part of the larger
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process, “of something big,” “of that process, is really just
an amazing feeling” (I).

Negative experiences testifying and statement-
giving. Although most respondents reported positive ex-
periences with the GTRC, two described problems with
their participation that limited their experiences with
healing and validation. At a public hearing respondent K
was forced to end his testimonial “abruptly” when “they
cut me off...they gave me 30 minutes but then they cut my
time and there’s some things I had to leave out.” This was
the result of a scheduling problem, “they ended up run-
ning late,” but had a negative impact as the respondent
was not able to share the consequences of the violence
upon his life, “It sort of threw me off. I wanted to get more
stuff out and I had some other things I wanted to say per-
sonally that T didn’t get to say.”

Respondent F was not impressed with the “naive” and
“starry-eyed” interviewer to whom he gave his state-
ment. He was troubled with the “too nice” and emotive
interview, felt that this attitude of “Oh, you poor thing,
you've suffered so much” was not only misdirected—
“I was beyond that”—but also prevented the interview
from reaching for new truths, “[The interviewer] didn’t
ask penetrating questions.” This overly sympathetic
pose disappointed the respondent, “[The interviewer]
was reacting as if it was last week or yesterday or some-
thing and it was just way too sentimental.” Therefore
the experience of giving a statement did not result in a
cathartic release, “Just telling the story one more time
to a different group of people, nice people, sympathetic
people, didn’t really do anything one way or another for
me.” This ultimately resulted in a less satisfying inter-
view experience, “I just don’t remember us getting to
anything that I hadn’t thought before or that was par-
ticularly profound.”

Discussion and Implications

These findings provide support for a key assumption of
TRCs, that by giving victims a structured and safe space
in which to relate their stories to a respectful audience,
victims can have cathartic healing experiences. Most of
the respondents reported beneficial experiences in the
main way that TRCs are thought to facilitate healing
(Androff, 2010a, 2010b; Minow, 1998; Sacco & Hoffman,
2004). These experiences included catharsis and release
of negative emotions, greater insight and understanding,
and a sense of freedom. The public acknowledgment of
their suffering, the respecttul listening and thoughtful
questioning, and the presence of a supportive audience
were identified as positive aspects of the GTRC structure
that resulted in validation. The community’s reception of
the victims’ testimony to the GTRC was the antithesis of
the harassment and paranoia that the traumatized vic-
tims experienced after the Greensboro Massacre. While
this was the major accomplishment of the GTRC, it is
likely that the significant passage of time since the vio-
lence was also instrumental to the victims’ recovery. Yet
the positive response from respondents indicates that
even decades after violence, narrative interventions can
be successfully applied to the ongoing needs of victims.
Social workers can contribute their practice expertise and
professional values to TRCs and other interventions re-
sponding to community violence (Androff, 2010a). Com-
munity practitioners can use similar restorative justice
mechanisms to attend to the social harm resulting from
racism and race-based violence, and to promote inclusiv-
ity and dialogue.

This study confirms the view that TRCs can assist vic-
tims in their recovery from traumatic violence; however,
despite the 15 respondents that had the intended positive
experience, two respondents did not. Clearly, problems of
time management and staff failed to provide these two
victims with the same opportunities for healing that the
others experienced. Although the difficulties these two
respondents had appear related to the implementation of
the intervention rather than with the narrative aspect of
intervention itself, it should be acknowledged that not all
victims may benefit from such a process. A major impli-
cation is that future TRCs should provide all victims with
the same amount of time to fully and satisfactorily share
their story. Social workers can facilitate interviews and
elicit narratives from victims of violence to prevent the
problem of a bad interview experience. Given the anxiety
and fear experienced by some respondents prior to their
participation in the GTRC, future TRCs should attend to
the mental health needs of victims prior to their partici-
pation: social workers can provide psychological briefing
and coaching on what to expect. Consistent with previous
studies of participants of the South Africa TRC, testify-
ing about traumatic violence was shown to raise difficult
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emotions and can produce distress among victims (De
Ridder, 1997; Hamber, 1998). Future TRCs can address
this by making therapeutic and supportive services avail-
able; social workers can play a vital role in TRCs by ad-
dressing these mental health needs of victims.

That the respondents reported cathartic and healing
benetits from telling their story to the GTRC is consistent
with previous research on narrative interventions with
victims of violence and persecution (Cienfuegos & Monelli
1983; Malpede, 1999; Neimeyer & Stewart, 1996; Neuner,
Schauer, Elbert, & Roth, 2002; Neuner et al., 2004; Neun-
er et al., 2008; Peltzer, 1999; Weine et al., 1998; Wood &
Roche, 2001). This research builds upon the idea that ar-
ticulating trauma can have benefits for victims. Similar to
other narrative interventions with victims of human rights
abuses, the GTRC provided victims with the benefits of a
narrative process and the documentation of their abuses
which have become part of the historical record.

As a qualitative exploratory study, this research has
limitations. Like previous research, this study cannot of-
fer more than preliminary support for this narrative in-
tervention. Victims’ experiences are likely to vary across
TRCs; with the small sample and specific context, the
findings cannot be generalized to all victims of violence.
Future research can strengthen investigations into the ef-
ficacy of narrative interventions for victims of violence
through pre- and posttests of victims’ well-being, stan-
dardized psychological instruments, and longer term
follow up. Future studies should also attend to narrative
issues of victims’ identity and the reintegration of trau-
matic narratives into victims’ autobiographies to verify
theoretical constructs of narrative recovery from trauma.

The GTRC was located in a specific social and histori-
cal context, where the city administration and the court
system failed to meet the needs of the victims. However,
where official mechanisms failed, a narrative-based com-
munity approach succeeded. The GTRC, as a victim-cen-
tered, restorative justice intervention, combined micro
and macro perspectives through narrative practice in
a way that was valuable to victims. Respecting victims
through listening and validation are consistent with so-
cial work values of self-determination, empowerment,
and the strengths-based perspective. Social work inter-
ventions with victims of violence should consider narra-
tive processes to facilitate healing and validation among
this population. Social workers can contribute to TRCs
by lending their expertise in interviewing and delivering
follow up mental health services. In group and individual
practice settings, social workers can engage victims of
violence through narrative approaches that include re-
spectful listening and respecting victims as the experts
of their lives and experiences. The incorporation of nar-
rative approaches into community interventions can
assist victims when governmental and judicial systems
fail. Such approaches can be transformative for victims,

and through the telling of their stories, be transformative
for society as well.
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save the date! june 2012

After five years of major initiatives and a $2.6 million investment by The
Atlantic Philanthropies Foundation, the New Age of Aging program of the
Alliance for Children and Families will host a national forum releasing its
significant findings, successes, and discoveries. This 2-day event will feature
program mentors and mentees, and a special keynote from a national
aging expert. Plus, get a first glimpse at New Age of Aging 2.0! For more
information, visit http://newageofaging.org

about new age of aging

This groundbreaking program seeks to provide a comprehensive response to
the dramatic demographic change associated with the 70 million American
adults who will reach age 65 by 2029. Major activities include capacity
building at Alliance member organizations, making positive impact on older
adults’ lives, and creating systems within the Alliance that support members
in serving older adults.
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CITY OF ALAMEDA

MAYOR’S COMMITTEE ON ETHNIC AND CULTURAL DIVERSITY

FINAL REFORT

I, INTRODUCTION AND BACKGROLIND:

PURPOSE AND QRGANIZATION OF THE COMMITTEE:

This Committee was formed by City Council Resolution 91-748 on November 4, 1991 with these
words: "In rcsponse to the release of the information about the Mobile Digital Terminals
{MDT*8), it would be appropriate for the Council to put together a commitiee that would develop
goals and ohjcctives for culiural diversity training for all City employees, and to set poals and
objcctves for this community to reach for, in tenas of sensitivity raining and eradicaling any
racism that cxisis.""

The "MDT incident” refers to the information regarding racial slurs typed into police officers’
patro] car terminals which has been the subject of much media coverage and public atiention.
These messages involved several officers, While the MDT incident was the precipitating event
to the formation of the Committee, it appeared that prior incidents regarding claims of sexual
harassment and discrimination, may also have motivated the City Council to rake action.

Eighteen persons were appointed; four from City staff, and fourteen from the community. The
initial group reflected the ethnic diversity of the Alameda community. 2 Chinese-Americans, 1
Japancsc-Amcrican, 2 Filipino-Americans, 3 African-Americans, 4 Hispanics, amd 6 Caucasians.
There have been some resignations, ankd new appointnents have been made. The commitice still
has eighteen members, 3 Chinese-Americans, 1 Japancsc-American, 2 Filipino-Americans, 2
African-Americans, 3 Hispanics, and 7 Caucasians.® The Mayor serves as the chair.

The Committee was briefed by the City Atiomey, Carol Korade, on its responsibilities regarding
open meetings under the Brown Act, its limitations as to its charge, restrictions as fo iis
investigatory powers (it has none), and the police officer’s bill of rights. All meetings have been
public, and properly noticed, All confidential information has been kept confidential

The Committes as a whole formed itself into these three operating committees to gather
information and discuss specific issues in detail: Systems, Policies and Procedures, Perspnnel
Practices, and Cultural Sensitiviry. Special work groups were also formed as the work of the
Committes as a whole propressed. They were assigned the tasks of developing a work plan and
time schedule; planning for three community forums; writing interview questions; and drafting the
reports on each segment of the work,

! Minutes of Special Mecting of the Alameda City Council, Nov. 4, 1991.

2 A list of current Committee members may be found in Appendix G.
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II. SUMMARY OF FINDINGS AND: RECOMMENDATIONS:

A, RACIAL PROBLEMS DO EXIST IN THE CITY AND POLICE DEPARTMENT

B. APPROPRIATE TRAINING OF POLICE PERSONNEL CAN BE UNDERTAKEN TO MAKE

THINGS BETTER

¢, APD LEADERSHIP NEEDS SPECL&L TRAINING TO HELP IT TO BE MORE EFFECTIVE

IN PROVIDING GUIDANCE TO STAFF

0. MANY CITY AND APD STA.E:E, AND OTHERS IN THE COMMUNITY, FEEL CHANGE

IS5 IMPERATIVE

S}

E."A NEW WAY OF DOING THINGS", SPECIFICALLY COMMUNITY POLICING, WILL

W LT
HELP TO ALLEVIATE RACIAL. TENSIONS

F. SOME SORT OF FORMAL MECHANISM FOR POLICE-COMMUNITY

COMMUNICATION NEEDS TO.BE ESTABLISHEL.

G. THERE MUST BE EDUCATION AND TRAINING OF BOTH COMMUNITY AND POLICE

TO EFFECTIVELY WORK ON RACIAL CONCERNS.
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III. METHODOLOGY AND STRUCTURE OF THE REPORT:

A. METHOBOLOGY USED BY THE COMMITTEE:

Because the Commitiee was not given any investigatory powers, but needed a great deat of factual
information 10 complete its assigned task of assessing the racial climate of the Alameda Police
Depanment (APD) and making recommendations on appropriate training, it proceeded to gather
this information in the following ways .

= Obtaining written documentation ¢n some aspects of recruitnent, hiring, training and promotion
of police s1aff from the City Personnel Deparmment.

* Obtaining State Police Officer Standards and Training (POST) mules goveming same.

=« Obtaining information regarding law suils based on discrimination, arrest data by ethnicity, prior
discipline of police staff (not by name), etc.

» Obtaining the City’s Equal Opportunily / Affirmative Action policy and complaint procedures
and a copy of its Affinnalive A¢tion Plan,

» Obtaining APD organization charts and staffing information,
* Dbtaining an ethnic breakdown, by classification, of APD staff.

= Obtaining written information on prier training efforts, hearing presentations on these, as well,
and sceing video tapes of prier training.

=« Exploring the concepts of racism and insttutional racism with Rev. Michael Yoshi, an expert
on this subject.

=« Dbtaining materials on the concept of "community policing”.

» Conducting three public forums at which citizens' impressions and opinions regarding the APD
were heard. Also, listening to our friends and neighbors.

« Conducting, in feams of two, over fifty structured interviews of Police and City personnel, at
all levels, includmg listening to police persornel during their daily work.

=+ Asking Ciry and Police personne! guestions of clarification and explanation of written materials.
« Observing all aspects of the work of the Depantment by individually spending time at the

Departrnent, and with the officers on walking and car patrols. Touring the Police facilities, and
watching booking and jail procedures,

* Details of much of this information may be found in Appendices A.-F. Mayor's Committee
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While some of this fact-galhering and guestioning teok place in the operating comminees, the
Commiltee as a whole discussed the findings and their implications. There was often lively debaie
nver what was fact, and what was opinion. The Commitiee felt that people’s perceptions,
especially those that were held by many inside and outside of MD were important, and
should be included in our findings and recommendations. Appropraie City and 'APD staff has
had full input on all interim repors and discussion of afl interim findings.
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B. REPGRT STRUCTURE:

Following this introductory section is an Expanded Narrative of ?E?fsqdmgs ‘and the Training
Recommendations. It contains opinions formed by the Commitiee, which we Beliéve arc based
on the facts and perceptions we gathered and analyzed. Following this Expanded Narrative are
ihe Appendices, which contain pur interim repotts, and copies ufyu&t:_ﬂf__tt%mng imporant data
we gathered, e e e Ly

Aol o Thu T "
C. WHAT STRENGTHS WERE IDENTIFIED: w;j’;ﬂ: Lo Yl

While this report focuses on the problems and training solitions ¢ie' Commitice was asked 1o
report, 1t 15 very imponant (o note that many very good things were observed, 25 ws{l W;lar. is
right with the APD might be the subject of another report, pefhiaps Aoqgt;r than fhis one. We
tound: = fl rAan-A I =

» Many, many cifizens and members of the police foree at alt lg:kﬁ\ﬁa;emml Epnﬁﬂ,:cnce En_ﬂie
APD, and commmend it for its excellent service and dedication {9 the public good, ,

* The Commitiec members’ personal observations, particularly i the ride-and walk-g-long work
and in watching the dispaich and jail staff, were that police ';“ I ‘work hard, and paﬁdlc
themselves well with the public. Yy o £ T £

B R T FE 1S (

5
[

» Mzany of the staff interviewed were eager for change, and'i'%%y to ;';égé'@lpam in'fi?n:w w:}:ys of
doing things. They were candid with the Commifiee aboat problems. . "

gieral. . . ux gkl

S NGTR. LT N =
» The "letter of the law" has, for the most parl, been very c,a,mﬁfﬂy observed. The Chicf has
issued many memos and piders regarding prohibitions against r?g@_l,;li'scnmmmaq )

W
= Training programs have besn given, and were atterded by all levels of staff,

= The courtesy and extra wotk exiented by the police and city personnel 10 this commitice was
given freely and with a good deal of graciousness.

LAGRECELL WO e, | =

finl 3 Samesgras g G
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Y. EXPANDED NARRATIVE OF FINDINGS AND TRAINING RECOMMENDATIONS:

A. THE PURPOSE OF TRAINING:

Whalt do we mean by training? Training recommended by the Committee means involvement of
all lewels of staff relating to the operatons of the Police Departrnent in individual study and
assessment of their own deeply held values, interactive work in groups, and sitrational experiences
with people of diverse cultures within the AP and the community. It must be strugmred and
facilitated by experts in the field of multicultural and interpersonal skill development.

The development of communication skills with people of diverse culeures was one of the most
strongly suggested cypes of training. It includes leaming to speak and listen 0 peopls with
diffcring backgrounds, and especially non-English speakers.  Other specific types of
communications training suggestions inchide management and leadership training, particularly in
communicating with a changing work force, and how to communicate "ownership” and belief in
the concepis of non-discrimination.*

B. THE GOALS TRAINING SHOULD ACHIEVE:

1t is hoped thal thrpugh training Alameda’s police force, and City siaff working with the police,
will be able 1o

» Work efficiently and effectively with people of all backgrounds

=« Avoid offending those who are different than they

» Feel more secure around people whose values, opinions and priotities are different

= {.eam 10 appreciate, understand, and gain full cooperation from those whe talk and act differently
» Build an organization which encourages the full potential of all its members

* Learn to influence those who are in the dominant culture (o treal others fairly and with respect
« Combat prejudice and injustice in whatever form it takes

« Know how to put learned values about cultural divetsity into practics

= Broadcn "mecting the letter of the law” in practices which aim for equal apportunity © "mesting
the letter and the spirit of the law"

* See APPENDIX B., particularly Questions 8. and 12,
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LA

EXPANDED NARRATIVE OF FINDINGS AND RECOMMENDATIONS, CONT.;

C. HOW WE ARRIVED AT THESE FINDINGS:

1. Where did they come from? The findings and recommendations covered in this saction of the
report refleci the deep concemn held by many Alameda residents, particularly iis minoricy residents,
that a wide range of solutions needs to be offercd 1o not enly comect the sitwation but alse 1o
strengthen the relatinnship between the police and the city's minority community. These findings
are a resuli of countéess hours of leoking at operations within the Police Department, taking public
\eslimony, conducting police interviews, sharing information with varions community growps and
individuals and reviewing media accounts regarding police department activities.

2. What is the key finding? The key finding is that racial problems do exist in the City and the
Police Department, and are reflected in how minoritics feel they are treated by the police. Also,
that in order (0 cormect these problems, meaningful cultural awareness and sensitivity training is
called for, proactive feadership is recommended, and some type of community/police relations
program is needed with & focus on changing existing racial attitydes of both the citizens and the
police.

3, Whai are the aregs of congern? The following analysis is drawn from a careful review of all
the information gathered. The information and recommended (raining and other actions contained
in this report address the concem that racism, whether conscicus or unconscious, influences how
minorities are treated by the police. This Expanded Narrative is organized by identification of
each group of findings, followed by training recommendanons designed to address it. The key
areas are grouped by what the committes found to be at the ¢org of this commimity’s concems.
These groupings ars:

= Group 1. Policing in a multi-sthnic community;
= Group 2. Leadership and management of a diverse police force; and

« {roup 3 Agents for Change: How 1o forge a parmership between police and community,

% See APPENDIX. A.
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YV, EXFANDED NARRATIVE OF FINDINGS AND RECOMMENDATIONS, CONT.:

D. THE CONCERN GROUPINGS, AND TRAINING RECOMMENDED FOR EACH:

GROUP #1. Pelicing effectivety in a multi-ethnic community.

a. Findings. The racial siur incident is a wake-up call to the City of Alameda, its police
dcpartment, and the city's minority community, Because of it, improving race relations
has becn propelled 10 the top of the City's agenda. For the City and the APD, the
coentroversial incident created an embarrassment and a crushing blow to its image and

credibility with its citizens, the surmounding communities, and beyond,

To minorily residents, the racial slur incident had a greater impact as expressed by those
attending the public forums. It changed the way many viewed the APD as well as their
feelings of security and safety in this city of 75,000 plus people. African-American
peisons in patticuiar felt burl, insulted and angered by the remarks by those swom to
uphold the law and proiect them, They felt humiliated by being singled out as the objecis
for ridicule, jokes, and threats, Some felt strongly that the Chief sbould have been fired
and thal the officers involved should have been punished more harshly for their lack of

professionalism and the verbal abuse aimed at their community.*

The Committee heard that some citizens feel that the anitmdes held by the officers
involvcd in the incident reflect those of top managemeni--that it demonstrates that they
condone this type of racial behavior, They hold this management and 1he Ciry’s
leadership responsible for the actions of those serving under them. Questions persisi as
t0 whether police officials model the type of behavior expected of leaders, which shoutd
te that discrimination in any form will not be tolerated in the APD. They suggest that
officials in management created an environment in which prejudice, racism and

discrimination is either ignored, accepted or encouraged.

The Committes also heard that some citizens do not believe the MDT incident was an
“isolated" incident but one which reflects real anti-Black feelings among some in the
police foice, Some persons eapressed concemns and real doubts whether minorities are
treated faidy in routine day-to-day activities of arrests, investigations and report

preparation.

While the Commiree cannot subsiantiate the charges of unfair treatment, we find thers
is 2 strong and persistett perception that racism exists. There were enough instances cited
to justify the recommendation of training to address these concems, as summarized at one

of our Forums by the statcment: "racism is alive and unwell in Alameda”.”

There appears to be a major need for learning to communicate better with other culiures,
pariculady non- or limited-English speakers arnd persons in the African-American

community where the friction and problems appear to be the grealest.

% See APPENDICES A. & B,, also information from media interviews and private conversations.
" See APPENDIX A. Theme 2.
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1V, EXPANDED NARRATIVE OF FINDINGS AND RECOMMENDATIONS, ITEM D. 1., CONT.:

b.

Training Recommendations. Cultural awareness and sensitivity training is required.
The Commities recommends that this traming inclode:

+ Technigques for handling feelings of prejudice

+ Study of racism and sterectypes and their effects on human interaction

+ How to handie calls from the minority commursity

+ Understanding of community based policing as a way 1o gain more harmomnious relations
between the police and the community. We recommend a thorough study of the programs
being developed in Hayward, Vallejo and Oalkland.

+ Communications, including listening skills, sensitivity, communicating with pon- or
limiied-English speakers, and special workshops with African-American citizens 10 answer

the question "Can't we get ’long?”.

GROUP #2. Leadership of a diverse police fosce.

a.

Findings. Both citizens and police depariment personnel place a high valuie on
management’s showing and modeling leadership, particularly in matters involving racial
155UEs.

Top management in the APD bas a responsibility to provide leadership and direction for
the police force. ‘This was heard in our public forims and in many of our interviews with
members of the APD.* Leadership was voiced as a major concem throughout the
asscssment phase, The public said it expects the police chief and his top managers o
show lcadership in solving problems suct: as the racial stur incident and to model positive
behaviors for their staff, TFhey need t0 demonsirate leadership in upholding the City's
affirmative action plan and non-discrimination policies in obscrving both the letter of the
law and the spirit of the law. It was felt that they should take a proactive approach 1o
leading a policc depariment hit hard by revelations of acts of racism, and perceplions of
racism held by those inside theit own depanment. It is believed that the Chief has the
main role in instituting changes within the department by his personal example and
leadership to demonstrate that cenain attimdes and behaviors are unthinkable, and will
never be tolerated. Many believe that he has not done enough to reassure the minority
communily, specifically the African-American community, that positive and specific steps
are being taken (o correct the perception that racism is 1olerated in his department. We
believe that the Chief must be proactive and willing 1o take the lead in being trained. He
miust be open 1o training which will resull in personal change, as weil as become the main
change agent within his depanment.

% Radney King, 1992
* Sce APPENDICES A, AND B,
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IV. EXPANDED NARRATIVE OF FINDINGS AND RECOMMENDATIONS ITEM D. 2. CONT.:

b. Training recommendations. Training in being open to doing things very differently is
required. The Commitee recommends that this training include:

= Metheds of policing a diverse community, and managing a diverse work force.

= Community based policing - taking a radically different approack 1o police-community
relationships

*» Training in how 10 effectively recruit minority officers, so that the workforce more
accurately reflects the gthnic composition of the City,

= Training in methods to effectively model the behavior desired reganding handling racial
and sexual sensitivity issues

+ Training in alternative management styles which promote ethnic and cultural faimess
and sensitivity. (Example; The Commitiee recommends the Chief and City Personnei
staff ook at practices in cities and counties which include police and citizens from outside
their jurisdictions ic examine and select officer candidates.)

GROUP #3. Agenis for Change--How o forge a2 new parmership between police and community.

a. Findings. Alameda is an island city that has, over the past 10 years, experenced many
profound changes in the ethnic composition of its residents. It has now changed from a
population that was predominantly white to one that is over thirty percent minosity. Its
attractions, such as the beach, and three modern shopping areas, draw visitors from other
pants of the Bay Area, particularly from Ogzkland,

While the City has grown in population and diversity, it remains one that sees itself as
a small and isplaied all-white own, In part, the racial problems within the police
department mirror the city's attitude of denial that racial problems exist. Minority
residents and visitors alike describe being viewed as "problems™ - either real or potential,
and ai the very least "suspicious characters”. Ome of the major findings of the
Committee’s work on this issue is a theme that has run through the whole assessment
process - the need for change both in the city and the police department. ‘This change
is needed both in behavior and in attitudes.

As was stated earlier, the racial slurs incident is the city’s wake up call to change how it
does business; how it interacts with its minority residents and non-residents who come
here for business and récreation. This was pointed cut in the forums and in the interviews
with police personnel.’™

Many of the suggestions by the Committes for training centered around not only raining
officers, but also key pecple in the community. The reascning was that negative attitndes
arc percieved to exist both in the APD and the commurity. There must be education and
training of both community and police 1o effectively work on racial concems and create
a basis for community policing to work. The fact that many speakers al the Forums
called for a police review board or ombudsman points to the need for the estabtishment
of scme sorl of formal mechanism for working out police-community issues.

- Sec APPENDICES A. AND B.
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IV. EXPANDED NARRATIVE OF FINDINGS AND RECOMMENDATIONS ITEM D. 3., CONT.:

b. Training Recommendations,
+ New wiys to approach police-community telations

+ Educational programs 0 raise public consclousness about racism and its detrimental
effects on the community

» Sensitivity traiming to change atiifudes and behaviors
« Training on becoming change agents
« Community training 1o improve appreciation of the public of the milleu in which potice

work is done, its hardships and its challenges.

Final note: The Cominitice encourages promotion of the ride-a-long program as it is an excellent
way 1o promole dialogve between police and citizens and to allow citizens 1o obtainy a Wue
appreciation of the work of ouwr police officers.
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MAYOR'S COMMITTEE ON ETHNIC AND CULTURAL DIVERSITY

PUBLIC FORUMS

PART I - INTRODUCTION AND BACKGROUND

The Committee invited citizens of Alameda to three public forumns held on May i4, 15 and 16 to share their
experiences or interactions with the Alameda Police Department and to recommend ideas or strategies for
enhancing community/police reiationships and cultural sensitivity in Alameda. To insure accommodation of
citizen's schedules, two of the forums were held during evening hours, and one during the day on a week-end.
The three sites were chasen to represent three geographic areas of the City: West End at the Independence Plaza
Meeting Room; Central, at the City Hall; and Bay Farm Island at the Leydecker Park Recreation Center. All
these meeting places were accessible to the disabled.

These forums were widely adveriised in the local media. Letters of invitation were sent o key ethnic and
community organizations and churches. The committee also prepared and distributed/posted flyers announcing
the times, locaticns and the purpose of the forums to businesses, laundromats, libraries, and other places of
zathering. Information regarding the forums was given on Cable Channel 51 at the break time during the City
Council meeting broadcast, and shown on the "scroll” on Channel 3. All information dismibuted included a
special telephone number for the hearing impaired, and for requestng sign or foreign language interpreters.

More than 130 people attended the forums, including members of the Committee, the Mayor, Police Chief, and
managers of varicus City departments. The meetings were chaired by the Mayor with assistance from the three
operating committee chairs, Lee Perez, Kate Quick, and Edmond Wong. The Mayor and Police Chief spoke
and/or answered questions at all three forums.

It was pointed out at the opening of each session that all comments were very important for the committee’s
assessment of the Police Department. Perez briefly summarized the purpose of the meeting and provided some
general background information. He said that the Mayor’s Committee was formed last December following the
discovery that several racist remarks had been transmitted and received over police patrol car computers. Since
then, the Committee has been assessing the racial climate in the Police Department by studying the Department’s
policies, practices and (raining programs, actively riding along with police, observing activities in the Police
Station, and conducting staff interviews. The Committee’s mission is to recommend to the Alameda City
Council training that may be needed in the areas of systems, policies and procedures, personnel practices and
cultural sensitivity. He said the purpose of the May forums is to get public input on experiences, good and bad,
with the Alameda Police Department, and suggestions on how the Police Depantment can be improved.
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PART 11 - SUMMARY OF WHAT WAS SHARED WITH THE COMMITTEE

Many points of view were shared during the three sessions. This report does not attempt fo quote all
teslimony verbatim, nor does it judge whether what was shared is true, accorate or fair. Our atiempt is
10 capture the sense of what the Commities heard about how people felt about their experiences with the Police
Department and how the speakers thought things should be corrected as a result of this process.

Generally, many residents who spoke said they felt safe living in Alameda because the Police Department does
a pood job ("superb") of responding to calls for assistance and safegnarding residents, businesses and property.
Some speakers acknowledged that police work was 4 tough job and that there is a need for the police and
communily to work together, Aware of the MDT (Mobile Display Terminal) incident, ong person stated
“everybody makes mistakes” and suggested the focus of the assessment not be on the past but on the future.
"We must work together for a better police department and town", he said. He also supported the Mayor's
Commitice. In conirast, another expressed his feeling that Alameda is no different from the South in its
treatment of minorities, and others said they did not feel comfortable with the police singe the MDT incident
and called for firing those involved.

There was some element of pessimism regarding the City's "will" to recognize its problems and to change, and
tegarding the value of the Commitiee, as well. Some stated that they believed the committee was hand picked,
subject 1 control by the City, and that its report will be supressed or come 0 rothing. This was contrasted with
many comments about the possibilities for bringing the community and the police together for a more
harmonious and peaceful furture.

There were many who expressed strong feelings that the community was in need of a police commission,
civilian review board, or other similar mechanism to act as a clearing house for complaints and a "connection”
from the community to the activities of the police. There was also one suggestion for an ombudsman program.

Several specific examples of individual police officer’s lack of sensitivity to race, culture, and sex were given.
None of these involved gross excessive use of force, but many reflected that they felt there was a lack or failure
in judgment

Several commented on the community*s lack of "connection” with the police, and gave historical perspectives
on times when ihe police and community knew each other much better, and confidence in the police was higher,

The sub-committee assigned to review the forum information discovered that the comments made regarding
problems fcll into several "themes”. We have grouped some specific comments under these theme headings
in Part [il of this report, which follows.
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PART IIT - COMMENTS RECEIVED REGARDING PROBLEMS, GROUPED BY "THEMES"

THEME 1.

. PROBLEMS WITH COMMUNICATIONS/NEED FOR TRAINING IN COMMUNICATING WITH A
CULTURALLY DIVERSE COMMUNITY

a. Language difficulties

b. Not

understanding cultural barriers which make people fear communicating with the police

¢. Violating culture through use of inappropriate approaches
d. Lack of opportunities to interact with police in non-criminal activity sitnations.

THEME 2.
. LACK OF RACIAL/CULTURAL SENSITIVITY/NEED FOR TRAINING IN CULTURAL
RELATIONS
a. "Police came at my complaint and told me to 'sit down’ while they talked to the person I was
complaining about, first." [African-American elderly male / White female involved)]
b. "Police refused to write my complaint about racist incident in the report until I persisted.”
C. We need more minerity officers
d. "Two Asian families were nervous about talking to the police about interrogating their children
because the police had already acted without consulting thetn. The police volunteered that *this
incident is not racial’ winch only made it secem more 50 o us."
e. "Racism is a fact of human existence, but we can have faith in our ability to overcome our
prejudices.”
f. "Police make comments to kids who have bicycles stolen that they are going te look 'in the
projects’ - this promotes racism”.
g "Police are more forgiving of white kids - even when thﬂ}" deserve the worst™.
h. "Racism is alive and unwell in Alameda".
THEME 3.

» INAPPROPRIATE POLICE ACTIONS/NEED FOR BETTER TRAINING ON CONTROL AND
RESTRAINT

a.

"Police are very aggressive. They drive way past speed limits with no lights or sirens. They
should be obeying the law just like everyone else.”
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PART T - COMMENTE RECEIVED REGARDING PROBLEMS, GROUPED BY "THEMES", cont.

THEME 3, CONT.
b. "[ was thrown against a window when police came to settle & domestic dispute.”
¢, "When I called with a complaint and the officers arrived, it was I who was treated as a criminal.”
d. "Police are slow to respond to the West End."
. "The MDT incident was inexcusabla”,
f "The police hassle kids when its three Black kids hanging out together, but don’t similarly handle
White kids in the same circumstances.
THEME 4.

¢ PROBLEMS WITH LEADERSHIF/NEED FOR TRAINING IN MODERN MANAGEMENT
METHODS

o. "Chief should be a leader and set the standards"

b. Good behavior should be modeled at the top

¢. Need 1o develop more ways 10 demonsirate cerain behaviors will not be tolerated
d. Leadership needs 1o be more "in charge”

e. Leadership needs 1o be more open to change and “own" the problems

f. City leaders have collaborated in covering up, not solving the problems.

THEME 5.

. NEED FOR CLOSER RELATIONSHIP BETWEEN PDLI[IIE AND COMMUNITY/NEEP? FOR
PROGRAMS TO PROMOTE COOPERATIVE RELATIONS WITH THE CITIZENRY

. “People do not know who their police officers are"

. "Community-based policing is a good idea which should be implemented”

"We are afraid of each other”

. "Most police, like many other of our civil servants, don't live in the community”

. Police need to get more involved with the youth - Police Activities League (PAL) and cadet programs,
in-school, etc.

f. There is a need for a community liaison officer.

o Lo oW
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PART 1T - COMMENTS RECEIVED REGARDING PROBLEMS, GROUPED BY "THEMES", cont,

THEME 6.

. DISTRUST IN CITY ATTEMPTS TO RESOLVE POLICE ISSUES/SUGGESTIONS FOR VEHICLES
TO INSURE THAT POLICE DEPARTMENT REFLECTS COMMUNITY VALUES

"We need more Blacks from the community on the committee, picked for their contacts/dealings
with the police so that they can offer their expertise”.

"Confidence of the community in the Police Department could be enhanced by the establishment
of a civilian review commitiee”.

"Because there was no appeal board in Alameda, I was forced to file 2 lawsuit to antempt 1o
improve police behavior”,

"We lack a set of rules which define how we, and the police behave”.

"I have personal knowledge of many complaints against the police; the City should have a police
commission or teview board to insure these compiaints are investigated and solved”.

A member of the SSHRB (Social Services/Human Relations Board) reported that the Board was
prevented from pursuing the police complaint procedure with the explanation that they were not
allowed to look at other City departments.

"When the Mayor says he philosophically opposes a police review board or commission, people
think it will never happen - so why do vou ask us our opinions if yon are not prepared (o
consider them"?

"People feel powerless in the face of authority - we need an ombudsman program to help to
empowet therm.”

"The people are the only body that legitimize the actions of our elected officials.”

"The destruction of evidence allowed some police personnel 1o escape investigation. There
should be a Grand Jury investigation.”

PART 1V - COMMENTS REGARDING POSITIVE ASPECTS OF POLICE-COMMUNITY RELATIONS

AND SUGGESTIONS FOR PLANNING AND CREATING A MORE HARMONIOUS FUTURE

. "We have an excellent police department - not perfect; they make mistakes, but they do good work”,

. "Our focus should not be on the past, but on the future. United we will go forward; divided we will
fail".

. "If we can learn to live as citizens of Alameda first, and our racial identities second, we can find ways
to live harmoniously and in peace”.

"Crime could be prevented if only we all would get involved”.
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PART 1V - COMMENTS REGARDING POSITIVE ASPECTS OF POLICE-COMMUNITY RELATIONS
AND SUGGESTIONS FOR PLANNING AND CREATING A MORE HARMONIOUS FUTURE - Cont.

v "We need to seek beter definitions of police-community relations and relations in general in our
ethmically diverse community.”

. "A sub-station on Bay Farm would be of help".

. "Police have been helpful to me", [Several situations cited]

. "We need to explore community policing as a style of management”.

. "We need more police officers working with youth and with neighborhoods." [Several times]

PART V - CONCLUDING REMARKS

The Commitiee feels that the Forums were useful, and the information gained will be of great assistance fo our
final recommendations regarding the racial climate of the police depanment and training needs. Generally,
while the citizens attending were eager (o share their experiences, they were not overly emotional, negative, ot
dccusatory. We feel that they were sincerely trying to share their experiences with, and feelings about, the
Alameda Police Department.

The Comrminee appreciates the assistance given it by City staff, especially Liz Kingsley and Susan Freeman in
getting out the mailing of our letter to churches and community organizations and setting up the room
arrangements. It also appreciates the presence and sharing of the Mayor, and Chief Sheills, and the attendance
by other City department heads. We thank them all.
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MAYOR'S
COMMITTEE
ON ETHNIC

AND
CULTURAL DIVERSITY

The Mayor's Committee on Ethnic and Cultural Diversity invites you
to participate in a Community Forum. This is an opportunity for you
to comment or to tell about your experiences - good or bad and to

make suggesticns regarding the Alameda Police Department.
THREE FORUMS WILL BE HELD AT THE FCLLOWING TIMES AND PLACES:

Thursday, May 14,1992 at 7:30 p.m. at

Indepandence Plagza Communfty Room, 703 Atlantic Avenue, Alameda

Friday, Nay 15,1992 at 7:30 p.m. at
City Hall council Chamber, 2nd flcor, Banta Clara Av, at Oak Bt.

- Baturday, May 16,1992 at 10:00 a.m, at
Leydecker Park Recreation Center, 3225 Mecartnsy Road, Alameda

For bilingual information.............piea=ze call (510) 748-4521
Hearing Impaired.... i:sssasaasesssrsoplease call TDDF 522-7538
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MAYOR'’S COMMITTEE ON ETHNIC AND CULTURAL IHVERSITY

INTERVIEWS REPORT

PART I - INTRODUCTION AND BACKGROUND

In order to assess the racial climale in the Alameda Police Department, and determine the need for
additional Lraining of police staff, the Committes interviewed a cross-section of badge and non-badge
personnel from the APD, as well as most of its top management; employees of the City Personncl
Depanment, the Mayor and City Manager, and some Council Members. A draft of the questions was
developed by one of the operating commitices, and finalized by the Committee as a whole. Structured
guestions were asked of all imerviewess, excepl for one question, which was asked only of non-White and
all femalc interviewees. Thesc imerviews were conducted by teams of two, selected at random based o
time availabilily.

Staff from the City Personnel Department assisted with scheduling the interviews. Most of the interviews
ook place at the Police Department. Before interviewing began, guidelines were prepared and shared with
Committcc members. Corfideniiality of the interviews was stressed to the interviewers and interviewees.
Each inerviewer was asked to record the responses independently, and to mail the responses 1o the acting
chair, Lee Perpz.

A special work group was formed to review and code the responses. Since well over 50 interviews were
conducted, resulting in ninety-five questionnaires to be reviewed, their task was monumental. This group
produced a document with a rough count and breakdown of the responses. For those whe may review
these source documents, it should be noted that the first review group made no attempt 10 "make the
numbcrs add up”. That is, since two people were wiiting on gach interview, and may have had differing
interprelations of what was said, each interview sheet was reviewed as an independent response, Some
failed to recond an answer for some questions. Some did not tum in a sheet or two, While the recording
was gencrally very good, occasionaliy a recorded answer was difficult 1o read or to understand, As citizen
volunieers, the product was tot the result of professional interviewers or pollsiers, and so did not reflect
perfcct numbers. However, the large number of imerviews cenainly led the comminee to some real
understandings of the racial/sexual climate of the Alameda Police Department, and the impact of the City’s
pelicies and procedurcs on the general health of police-community relations. Theilr work was taken 1o the
Commitice as 2 whole, which in lm appointed a special work group to finalize a report on the interviews
which will be incorporated into the final report of the Committee’s work. This report is the product of
that work group.

PART II - SUMMARY OF WHAT WAS SHARED WITH THE COMMITTEE

A general impression of the Commitiee was that almast all the respondents were quite candid and open,
even when discussing difficult issues, They did not appear to be "coached”. However, many responses
reflecied a consisiency of content which would indicate that there was some sharing and discussion going
on among the staff during the two week period in which the interviews took place.

By and large, the inlervicwees believed that the police do a good job. While they felt proud of their
police force, they were candid about problems and forthcoming in sharing their ideas for solutions.
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PART I - SUMMARY, CONTINUED

The need for change was a consistent theme reflecied in responses $o many questions. Change
was menlioned in relation 10 individuals, management and leadership styles, perscnnel and police
practices, reladonships between the APD and City Hall, and APD and the media.

Community policing was frequently seen as a solution i many current problems, such as
perceplion of the police, police-community relations, and maintenance of a pleasant community.

The need for greater consistency in management practices, including discipling, hiring, and
iraining opporlunities, was frequently mentioned.

The theme of racism was explored Lhrough several of the questions, and while 4 majority of the
respondents stated thal racism did not exist, a significant minority said it was a problem and cited
examples. This raises a concem that institutional racism may, in fact, exist in the Alameda
Policc Depariment and the City of Alameda.

The Commiuce has had information regarding several ways in which the City personnel
department recruits applicants for police officer examinations. However, whether police personmel
indicated they did or did not know of these efforts, the interviews revealed that they had minimal
knowledge about any specifics of minority recruiting which was done. This may point to the need
for greater public relations or communications efforts by City Persoonel in its minority/female
tecruittacn! efforts within the Deparmment,
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PART 1l - QUESTIONS, AND SUMMARY OF RESPONSES TO EACH QUESTION

Question #1 -  What do you think the cnmtﬁunitjr perception is of the Alameda Police Department?
Is the perception valid?

A majority of the respendents fell the community perception of the APD is good. However, a significant
number felt there may be a problem which can be attributed, in part 1o media misrepresentation, or other
politicizing of the police.

Questions #2 and #7 - What can the department do to improve the perception of the racial climate
at the APD? Can you snggest any specific ways to improve or correct the
climate at the APD?

Can you tell me some ways in which APD can reach out to the community?

Nearly 100% of the respondents felt that the APD needs to do things differently to improve the
communily's perceplion of the police. These responses mentioned specifically building community
understanding through closer non-enforcement contacts with the police, a different approach toward
policing. and additional training in cultural differences and in how to exhibit respect for these differences.

Question #3 - Do you believe the APD, as an inslitulion, is racist/sexist? Why?

A large n‘u:ijt:!ril:-..r belicved that institutional racism and sexism does not exist in the APD. However, a

significant minority (one in three) said they belicved there is definitely such a problem. This gives fise

Io a ¢oncern that there well may be a problem with "hidden” or institutionalized racism/sexism in the

APD.

Question #4 - Have you worked with different ethnic groups in the course of your duties with
APD? What were some of your experiences, good and had?

The majority of the staff has worked with a variety of ethni¢ groups in the course of their employment.
Many had a hard time recalling spocific experiences.

Question #5 - Do you think polive personnel need to protect themselves from other folks in the
community? Why?*

A large number of police personnel felt that they needed to protect themselves fiom aitacks on their
physical person or on their characters or reputation.

*Since the interviewees imerpreted this question in various ways - focusing either on physical or
psychological prolection, there was discussion about removing jt from the repert. The Comsnittee voted
10 include it, with the disclaimer that it was interpreied, and answered, in various ways.

Question #6 - Assuming that we all have some prejudices, how do yow cope with yours?

While 2 significant pumber felt that they had no prejudice whatspever, a preponderant majosity felt that
they had developed some methodology for exercising ceping mechanisms,
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NOTE; Qurstion #7 was combined with Question #2,
Queatlon #8 - Do you belleve that top managemeni elfectively:
n. models pood behaviar?

Propetly characierizing the optnions on modeling of good behavior by top managrment was problamallc,
at best. The oplnlos were spiit, but it (s enough 10 tay that when such & significam namber of negacve
comments are made thers are aress ihat need Lo be 30dressed, For gxample, many mentioned favoritism;
probleme with communicatlons such as: communications end 10 be "top down” and when “bottom up”

communications am atiempted, they are “shon-ciooited™; and sccemeibllity in all Jevels of
managemant ar nol fostered; and there was a2 fallure 1o pw:E:u;:I persong] exgmple.

b. valuss diveraily?

Many foll that the raclgl makoup of the APD reflects u fallur ©0 place @ value on diversity, and others
felt that diversliy was valued ondy out of duty or pressure front others, and was not really intemalized as
a personal value p manegement held,

c. reinforces non-racistnon-sexint values?
A majorty of the mapotdents felt that non-mcist, non-sexist values are feinfbreed through Impersonal
melhxls only, such as memos snd orders, Many feht these vilues were not modeled effectively by

persongl involvement and the deparumeni’s not mssuming strong lcadership with clear definiton of
problems and appropriate remediation.

d. manages diveraity?
The responses were Much the game a3 1o ¢, above.
Quegtion #9 - What is your assessment of the "MOT eommunications” incldent?

The preponderance of the reapondents felt the MDT incident wes very bad and brougit discredit on the
Department, yot there were many others who felt betrayed, denied & falf hearing in the media, ar otherwize
felt that the incident was blown out of proportion.

Questicn ¥10 - Do you agree with Lhe level of dlecipline mated out for the MDT Incident? “Why or
why not?

The preponderant majority feft the punishment meted oul was carrect. OF the minarity who foli it was not,
it was sboul evenly eplit between those who folt it was too severs or W00 lenlent.

Question #17 - Are you aware of specific actions APD snd City persormel takes $o sciively recrult
minoritles and women?

A Iarge majority, whether thoy sald yes or no Lo their awareneas of minority/female recruliment appearsd
10 have minimal undersianding or knowledge of eny special recruiting practicea undersken by the Gity,
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Question #12 - IF you could make one change in the way the City governmeni/APD operates, what
would it be?

The Targest number of responses spoke to a nesd for a change in leadership at various levels in the police
depanment.  Many called for replacement of Jead personnel; others wamted a change in slyle or
impraovement of skills in leadership and management practices. Some called for changes at City Hall,
paniicutarly peraining o City Hall - APE relationships.

Question #13 - Asked of members of minority groups, or females only -

Do you feel that you have been ireated equitably in selection and promotion? Why
or why not? Do you feel ihat you are fully accepted by the police community? The
community at large?

Most respondents felt that they had been equitably treated and accepied. Some felt that they were not.

The ones who fclt they were not, were concemed about the slowness of change in male officers’ attitudes
toward femate officers, or favoritism issucs.

Queslion #14 - Is there anything you would like to add?
Some added comments about the necd for improvement in management/leadcrship skills and practices.
Also, many ended with some sort of positive statement about the police depariment, the inierview, the

Commillce, clc.

PART IV - CONCLUSIONS

As was slaled in the summary, the overall impression gained by these interviews was that police and city
persenncl at 2] levels were eager for change. While much pride was expressed in the police department,
there was a clear recognitien by a significant number of persons interviewed that problems did exist.
Change was needed (o comrect them, to move forward to a better reladonship between the police and the
community, and to improve intcmal operations at the police department to insure racial and sexuat equality
there, as well.

Since the committee’s understanding of the definition of "institutionalized racism/sexism” is that it is the
excrcisc of power in indirect ways which has an adverse impact on racial/sexual issues, the Commiltee
was nol surprised 10 hear from the majority of respondents that racism/sexism does not exist at the APD.
The significant minority (one in three) who said it definitely was a problem led us to the concem that the
majority may not have recognized it.

The Commitige was impressed by the candor of many of the respondents, since the content of many of
the responscs could be considered "risky" in that there were responses that were openly ctitical of some
aspects of the department in which they worked. It is our impression that such responses must have been
decply felt for the persons expressing them to take such risks.

The Commitice wishes to thank all of those participating, and particularly Susan Freeman of the City
Personnel siaff, and Sergeant Glover of the Police staff for assisting in the coordination of the interview
appoinumenis.



STRUCTURED INTERVIEW QUESTIONS
“+ MAYOR'S COMMITTEE ON CULTURAL DIVERSITY

QUESTIONS:

L

10.

11,

12,

13.

14,

WHAT DO YOU THINK THE COMMUNITY PERCEPTION 1S OF THE ALAMEDA POLICE
DEPARTMENT? 1S THE PERCEPTION VALID?

WHAT CANTHE DEPARTMENT DO TO IMPROVE THE PERCEPTION OF THE RACIAL CLIMATE
AT APD? CAN YOU SUGGEST ANY SPECIFIC WAYS TQO IMPROVE OR CORRECT THE CLIMATE
AT APD? '

DG YOU BELIEVE THE APD, AS AN INSTITUTION, IS RACIST/SEXIST? WHY?

HAYE YOU WORKED WITH DIFFERENT EYHNIC GROUPS IN THE COURSE OF YOUR DUTIES
WITH AFD? WHAT WERE SOME OF YOUR EXPERIENCES, GOOD AND BAD?

DO YOU THINK POLICE PERSONNEL NEED TO PROTECT THEMSEL VES FROM OTHER FOLKS
IN THE COMMUNITY? WHY?

ASSUMING THAT WE ALL BAVE SOME PREJUDICES, HOW DO YOU COPE WITH YOURS?
CAN YOU TELL ME SOME WAYS IN WHICH APD CAN REACE OUT TO THE COMMUNITY'?
DO YOU BELIEVE THAT TOP MANAGEMENT EFFECTIVELY:

A. MODELS GOOI» BEHAVIOR C. REINFORCES NON-RACIST/SEXIST YALUES
B, VALUES DIVERSITY > D. MANAGES DIVERSITY

HOW DO THEY DO THESE THINGS?
WHAT I3 YOUR ASSESSMENT OF THE "MDT COMMUNICATIONS" INCIDENT?

DO YOU AGREE WITH THE LEVEL OF DISCIPLINE METED OUT FOR THE MDT INCIDENT?
WHY OFR. WHY NOT?

ARE YOU AWARE OF SPECTFIC ACTIONS APD AND CITY PERSONNEL TAKES TO ACTIVELY
RECRUTT MINORITIES AND WOMEN?

IF YOU COULD MAKE ONE CHANGE IN THE WAY THE CITY GOVERNMENT/APD OPERATES,
WHAT WOULD IT BE?

FOR PERSONS WHO ARE FEMALE, OR MEMBERS OF A MINORITY GROUP;

A DO YOU FEEL THAT YOU HAVE BEEN TREATED EQUITABLY IN SELECTION AND
PROMOTION? WHY OR WHY NOT?

B. DO YOU FEEL THAT YOU ARE FULLY ACCEPTED BY THE FOLICE COMMUNITY?
C. DO YOU FEEL THAT YOU ARE FULLY ACCEPTED BY THE COMMUNITY AT LARGE?

I3 THERE ANYTHING YOU WOULD LIKE TO ADD?



SUGGESTIONS FOR INTERVIEWERS:

Recognize that you are taking up their valuable time. Thank them at the beginning of the
interview for allowing you to speak with them.

Advise the interviewes that, while we wil! use ﬂ'lel: comments, we will code the interviews, 50
their names wili not be known.

Let them know that there are no right or wrong answers. We need to know how they really feel.

Ask them not to structure their answers to tell us what they think we want 1o know, or what
would please their superiors. Just be frank and straightforward.

Listen carefully to their answers. Pick up on nuances of meamng body language, tone of voice
changes. People often say more than we hear!

Keep the interview brief. Don't waste their time.

Drop them a brief note after the interview thanking them formally for their time.
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MAYOR'S COMMITTEE ON ETHNIC AND CULTURAL DIVERSITY

RIDE-A-LONG REFORT

PART [ - INTRODUCTION AND BACKGROUND

One of the aclivitics required of the committee in assessing the racial climate of the Alameda Police
Bepaniment was six four-hour rides in police sguad cars or walking patrols. An allemate suggestion to
includc obscrvations of the jail operations, detective division and communicaticns center as well as the
ridc-a-lengs was proposed and accepted. The Commitiee felt this option would provide a more
comprchensive view of the daily working of the police deparunent. The tide-a-long program is highly
encouraged by police personnel as it is felt that it is one of the best ways to expose the community to the
real work of the police department.

Mcmbers were given the name and telephone number of the officer 1o contact to schedule these ride-a-
longs and observations. Inasmuch as the APD operates on a twenty-four hour, seven day a week basis,
the Commiliee mermbers had great latiude 1o choose their own time {rames, and even the specific officers
lhey wished 10 ride with.

Some members have completed their assignoments, while others are still in the process of finishing them.
To daic, members of the committee have devoled a tocal of approximately 200 hours in ride-a-longs, walk-
a-longs or obscrvations of diffcrent aspects of police operations. Approximately 40 officers were involved
in the hours spent riding or walking.

PART 11 - SUMMARY

We rodc with male and female officers of differing ethnic backgrounds, whose length of employment
ranged from under six months (0 more than twenty years of service in the Department. We covered all
sectors of the city, occasionally crossing the bridges or poing through the mbe into Oakland. We rode
in the police cars all hours of the day and night, on weekdays and on weekends, Our repons indicated
lhal we all found thig 10 be a worthwhile and positive leaming experience.

While all the reponts praised the professionalism and dedication of the officers, in two of the repons,
commitice members indicated 1hat they had heard an officer make several disparaging or derogatory
remarks aboui differing lifestyles and the alternative high school, These were addressed to the committes
members, not to those with whom the officer was dealing in a law enforcement capacity.

PART 11l - WHAT WE OBSERVED

In observing both Lhe patrol and communications center staff, commirtee members were able to experience
firsi hand the frequency of calls, the different types of calls and incidents, and the manner in which the
officers responded. Good "social work skills” in dealing with indigents, inebniates, juveniles and the
eldedy were commented upon. The officers, and communications center staff showed great restraint under
adverse and hoslile conditions. On the whole, with the two exceptions noted above, members of the
Commitlee were impressed with the quality of the officers’ work,

We became somewhat familiar with certain police procedures and the practice of insuring officer safety
through a system of backing each other up. In conversation, some of the material gained from the
interviews was reinforced, or added to.
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Ridc-A-Long Report
Page 2.

Commillee members reporied observing officers speaking to the public with respect and a good degree
of professionalism. They observed them making arrests in ways that preserved the dignity of the persons
being arresied. They also observed them interviewing cilizens for the purpose of 1aking reports.

Those who chose 0 do walk-a2-longs commented on the many opponunities ¢fficers had o interface
directly with children, adulls, and the elderly on their routes. They felt these contacls were posilive, and
scemed 1o be beneficial to police-community relationships. Walking Webster Stréet in the evening and
hight hours was cited as a particularly interssting and revealing activity. Since those of us who did that
had had littlc exposure to the Webster Street bar scene, it was 4 real eye-opener.

CONCLUSIONS

The Committee feels the ride-a-longs and observations were invaluable towards our understanding the
daily demands upon the police department, The experience will be pseful in our deliberations in
recommendimg any fusther trining,. We gained new insighis and respect for the work of patrol officers
and technical crews. We feel that the City is in capable hands,

The Commitice wishes lo thank Capt. Schmilz, Sgl. Westmorcland, Sgt. Glover, and Officer Braten for
helping le facilitate the scheduling of our ride-a-longs, We would also like to thank the patrol officers,
jail stall, and communications center personnel for their graciousness in allowing us 1o participate in their
daily work.
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City Of Alameda () O

Inter-deparnment Mamaorandum

TO: MAYOR'S COMMITTEE ON CULTURAL DIVERSITY
FROM: SERGEANT JON WESTMORELAND

December 18, 1991

: _INF TI OVIDE THE EE BY THE DA

POLICE DEPARTMENT

whuded Ou Fhed
1. Observation of Police Operations (12/11/91} {(wov ey
Alameda Police Department Table of Organization (12/11/91}
Arrest Information (12/18/91)
Juvenile Arrest Dispositions 12/90 Thru 11/91 (12/18/91)

Law Relating To Selection And Standards (12/18/91)

U T o

Police Department Internal Phone Number List {12/18/91) (&}ﬁf UACLLM
L, s AP -%mﬂ')

Reapectfully Submitted,

&an Westmoreland
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inter-departmant Mamarandum :

TO: MAYOR'S COMMITTEE ON CULTURAL DIVERSITY

FROM: SERGEANT JON WESTMORELAND

December 18, 1991

SUBJECT: ARREST INFORMATION

Following is a statistical analysis of arrests made by the Alameda
Police Department between December 1990 and November 1991. Analysis is by
arrestee's reported city of residence,

Over 150 locations were reported. Total arrests equal 5,272. The
most frequent jocations reported are as follows:

Alameda = 2,643 (50.1%)
Ozkland = 1,324 (25.19%)]
San Leandro = 108
Hayward = 82

Berkeley = 71
San Francisco = 60

Others that could not be fit into a specific location include:

Transient = 215
Unknown = 73
Homeless = 2

Respectfully submitted,

iergeant Jon Westmoreland



City Of Alameda

Intar-department Mamorarndum
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T MAYOR'S COMMITTEE ON CULTURAL DIVERSITY

FROM: SERGEANT JON WESTMORELAND
ALAMEDA POLICE DEPARTMENT

December 18, 1991

SUBJECT: JUVENILE ARREST DISPOSITIONS 12/90 THRU 11/91

Following is a statistical analysis of juvenile arrest dispositions. These
dispositions reflect how a fuvenile is handled after being arrested. Dispositions
include Juvenile Hall (JUH), released to a family member on a citation (NTA),
turned over to another agency (TRN), turned over to a fuvenile welfare facility
(JWF}, or counseled and released either at the police department or in the home
(C&R), Each disposition is catagorized by ethnicity.

Total juvenile arrests = 1,180

(JUH)
WHITE 52
BLACK 66
HISPANIC 55
FILIPINO 12
CHINESE 8
PAC ISLND
AM INDIAN

2
0
JAPANESE O
OTHER 19

214

(NTA) (TEN) [JWF)
108 9 23
133 12 20

B2 8 20
33 3 22
10 0 1
9 O 0

0 0 2

0 0 0
23 0 3
398 32 a1

(C&R}

140
144
76
39

EEHG_*

(TOTAL)
332
375
241
109

23
12
2
1

85

1,180

The disposition of a juvenlle arrestee depends on many factors. Some of

these factors are!

- severlty of the crime the juvenile has been arrested for. Some

crimes require the juvenile to be taken to juvenile hall.

- arrestee’s criminal history.
- parent(s) unavallable or refuses to take the juvenile back at home.
- & runaway may be in violaation of probaation and will therefore be

taken to juvenile hall when found.
- court mandated juvenile hall.

- juvenile with a parent when the parent was arrested.
- violation of probation or parole up to age 25.

Rtspectfully submifted.

’L:m,ﬁﬂ

Jon Westmoreland
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Commission on Peace Cificer Standards and Tralning

()

LAW RELATING TO SELECTION AND STANDARDS

CALIFORNIA GOVERNMENT CODE

Tile 1

GENERAL PROVISIONS
DIVISION 4

PUBLIC OFFICERS AND EMPLOYEES
CHAPTER 1

GENERAL

ARTICLE 2
DISQUALIFICATIONS FOR OFFICE OR EMPLOYMENT

Conviclion of felony as disqualification for
peace officer

Except as provided in subdivision (b), (), or
(d). each of the following persons is disquali-
fied from helding office as a peace office: or
being employed as a peace officer of the .ate,
county, city, city and county or other pol.. cal
subdivision, whether with or without compen-
sation, and is disqualified from any office or
employment by the state, county, city, city and
county or other political subdivision, whether
with or wilthout compensation, which confers
ppon the holder or employee the powers and
doties of a peace officer;

{I) Any person whe has been convicled of a
felony in this state or any other state,

(2) Any person who has beer convicted of
any offense in any other state which
would have bean a felony if eommitied in
this state.

(3) Any persor who has been charged with a
felony and adjudged by a superior court to
be mentally incompetent under Chapter &
(commencing with Seclion 1367) of Tille
10 of Pan 2 of the Penal Code.

{#) Any person who has been found nat guilty
by reason of insanity of any felony.

{5} Any person who has baen determined 1o
te a mentally disordered sex offender
pursuant e Article 1 {commencing wilh
Section 6300) of Chapter 2 of Pan 2 of

®

(c)

Divigion & of the Welfare and Instimtions
Code,

(& Any person adfudged addicted or in
danger of becoming addicted to narcotics,
convicted, and committed to a state
institution as provided in Section 3051 of
the Welfare and Instimtions Code.

Any person who kas been convictad of a
felany, other than a felony punishable by
death, in thig stale or any other state, or who
has been convicted of any offense in any other
state which woutd have been a felony, other
than a felony punishable by death, if commir-
ted in this state, and who demonsteates the
ability to assist persons in programs of
rehabilitation may hold office and be em-
ployed as a parcle officer of the Department of
Corrections or the Department of the Youth
Autharity, or as a probation officer in a comnty
probation department if he or she has been
granted a full and unconditional pardon for the

" felony or offense of which be or she was

convicted, Notwithstanding any other
provision of law, the Department of Correc-
tions or the Department of the Youth Author-
ity may refuse > employ any such person as a
parale officer regardless of his qualifications.

Nothing in this section shall be construed to
limit or curtail the power or authority of any
board of police commissioners, chief of potice,
sheriff, mayor, or other appointing anthority to
appotnt, employ, or deputize any person as a
peace officer in the time of disasier caused by

vy
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flocd, fire, pestlence or similar public
calamily, or 0 exercise any pitler Sonifermsd
by law to summon assislance in making amesis
or preventing the commission of a.n)tgumna]
cfiensze.

{0} Nothing in this section shall be construed to
prohibit any persons from holding effice or
being employed as a superinerdent, supervi-
sor, or employes having custodial respongibili-
lieg in an institution operated by a probation
department, if at the time of the.person’s hire 5
pricr conviction of a felony was known to the
person’s employer, and the class of offite for
which the pesson was hired as not declares by
taw 10 be a class prohibited 40 persons con-
vicled of a felony, but as a resuli of & change
in clagsification, as provided by law the new
classification would pronibit cmpluymem vfa
persan convicied of a felony.

1030. Fingerprinting of peace officers

A clagsifiable sex of the fingerprints of every person
who is now employed, or who hereafier becomes
employed, as 2 peace officer of the staie, of of a
ceunty, city, cily and county or other political subdivi-
sion, whether with or without compensaiion, shall be
fumished to the Department of Justice and to the
Federal Bureau of Investigation by the sheniff, chief of
police or piher appropriate appointing authority of the
agency by whom the person iz employed.

This section shall not apply to any currently emplayed
peace officer whose appoinument anicdaes the effec-
Live date of this section and whose Tingerprints have
already been sobmitled by his appoiniing authority 1
the Depariment of Justice and to the Federal Burcau af
Investigation.

1031. Pyblic oificers or empioyees having powers

of peace officers; minimum standards

Each class of publie officers or employees declared by
law 1a be peace officers shall meet ait of the following
minimurm standards:

{r} Beacitizen of the United S(ates or a permas-
nent resident alien wha is eligible for and has
applied for citizenghip.

(b) Be at least 1B years of age.

(&) Be fimgerprinted for purposes of search of
local, state, and national fingerprint files o
disclose any caminal record,

Commissiin on Peace Officer Standards and Training

(d} B¢ of good moral characier, as determined by
a thorough background investigation.

() Be a high school graduate, pass the General
Education Development tesi indicating high
school graduation level, or have attained g
two-year or faur-year degree from a collepe or
wniveesity accrediled by the Western Associa-
tion of Colleges and Universilies; provided
that this sub-division shafl not apply w any
public officer or emploves wha was employed,
prior b the effective date of the amendment of
thiz section made at the 1971 Regular Sessicn
of the Legislature, in any position declared by
law prior to the effective date of such amend-
ment o be peace officer positions.

(f) Be found 1 be free from any physical, emo-
tional, or mentzl condivon which might
adversely affect the exercise of the powersof a
peace officer. Physical condition shall be
evaluaied by a licensed physician and sor-
geon. Emotionzl and mental conditions shall
be evaluaied by a licensed physician and
surgeon or by a licensed psychologist who has
a doctoral degree in psychology and at jeast
five years of posigraduaie expericnce in the
diapnogis and treaiment of emctonal and
mental disorders,

This sectivn shall not be construed (o precluds the
adoption of additional or higher standlards, including
age.

10315 Peace Officer Citizenship Requirement

(a) Any person employed by a govemmental
agency on the effective daie of this section as
& peace officer or 2 peace officer trainee, or
wha, prior 1o the effective daie of this ssction,
had applied 1o [ill a position as a peace officer,
a5 defined in Chapter 4.5 (commencing with
Section 830) of Tite 3 of Pant 2 of the Penat
Code, is not subject 1o the requirement of
subdivision (a) of Section 1031 prior to its
amendment at the 1981-82 Regolar Szssion of
the 1 cgislature, provided that any person
Qualifying for this exemption shall, as soon as
legally possible, apply for and mees 211 of the
requiements for United States cidzenship
specified 1n existing law and shall be subject
1o subdivisions {c) and {d}.

{b) Any permaneni resident alien wha applies for
employment as a peace officer shall have

&0
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(u)

whom reimbursement may be claimed, based
upon actual job assignment, as determined and
approved by the Commission.

*Paraprofessional” is a full-time employee of a
department in the Regular Program and
includes, bul is not limited o, such job
classifications as; commuunily service officer,
police traines, palice cadet, and for whom
reimbursement may be claimed for auendance
of POST-cerified courses as determined and
approved by the Commission,

*POST Administralive Manual (PAM)" isa
document containing Commission Regulations
and Procedures, and Guidelines which
implement the Regulations.

“Public Safety Dispaicher™ is a non-peace
afficer whe is employed full-time or pan-time
10 perform duties which include receiving
emergency calls for law enforcement service
andfor dispatching law enforcement persoanel,

*Quasi-Supervisory Position” is a peace officer

. posilion above the operational level pesition,

v)

for which commensurate pay is authorized, is
gssigned limiled responsibility for the supervi-
sion of sut. rdinates, or intermittenly is
assigned the responsibility of 2 “First-level
Supervisory Position”, and most ¢ommonly is
of a rank below that of Sergeany,

"Regular Cificer” is a shenill, undershentt, or
deputy sheriff, regularly employed and paid as
such, of a county, a police officer of a city, a
police oificer of a district authorized by statute
to mainlain a police department, a police
officer of a department ar disirict enumerated
in Penal Code Seclion 13507, or a peace
officer member of the California Highway
Patrol.

{(w} "Reimbursement” is the financial aid allocated!

(x)

{¥)

from the Peace Oificer Training Fund, as
provided in Section 13523 of the AcL

“Reimbursement Plan” consists of a combina-
lion of raning-related expenditurcs for which
reimbursement is approved by the Commis-
sion.

"Resident Trainee” is ong who, whils away
from his or her department or normal resi-
dence, auends a training course and takes
lodging and meals a1 or near the course site for
one or more days/nights.

Commission on Peaca Officet Standards and Trainlng

(2)

(az)

(bb)

1002,
(=)

rSpecialized Law Enlorcement Agency” is:

(1) A segment of an agency which has
policing or law enforcement autharity
imposed by law and whose emplayees are
peace officers as defined by law; or

(2) Anagency engaged in the enforcement of
regulations or laws limited in scope or
nature; ar

(3} Ansagency that engages in investigative or
other limited 1aw enforcement activities in
the erforcement of criminal law; and

(4) Authorized by the Comumnission 0 partici-
pate in the Specialized Law Enforcement
Centificate Program.

Specialized Peace Officer” is a marshal or
deputy marshal of a municipel court, &
regularly emplayed and paid inspector o
investigator of a district attormey’s office as
defined in Section $30.1 P.C. who conducts
eriminal investigations or a peace officer
employes of a specialized law enforcement
agency sutharized by the Commission to
participats in the Specialized Law Enforce-
ment Certificate Program.,

*fraince” is an employee of a department
who is assigned 1o stiend a POST-certified
course.

Minimum Standards for Employment.

Every peace officer employed by a department
shall be selected in conformance with the

following requirements:

{1} Felony Conviction. Government Code
Section 1029: Limits cmployment of
convicted felons.

¢2) Fingesprint and Record Check. Gover-
ment Code Section 1030 and 1035{c):
Requires fingerprinting and search of
local, state, and national files to reveal
any iminal records.

(3) Citizenship. Govemment Code Section
1031(a) and 1031.5: Specifies citizenship
requirements for peace officers.

{¢) Age. Government Code Section 1031(k):
Requires minimum age of 18 years for
peece officer employment.

~

950

8-3



()

POST ADMINISTRATIVE Mhﬂ’ﬂ‘m:

Commizsion on Fesce Officer Standards and Training
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COMMISSION PR'UCEDURE C1
wn WE NN

PERSONAL HISTORY INVESH(:}ATIUN

Purpose

1.I. Personal History Investigation: This Commis-
sion Procedure implements the pessonal history investi-
Ealion requirements established In Section 1002() of
the Commission Regulations, The purposs of the
persenal history investigation is to find examples of
positive or negative behavior in the candidate’s life
indicative of characteristics which woutd probably
faver or prevant the candidate from becoming a
successiil peace offycer. The invegtigation must also
examine the candidale™s past work performance and
impaci on other people fo determing whether or not
those alfirmative characieristics which are desirabie in
a peace officer are possessed by the candidate. The
POST “Background Investigaiors Manual”, or its
equivalent should be foliawed in conducting an
investigation,

Procedare

1-2.  Personal History Investigation: This procs-
dure shall be followed in the pre-employment investi-
gation of each proposed peace officer employes and
shall be completed on or prior to the appeintment date.

1-3.  Completion of Personal History Statemeni:
The department head shall require 1he candidate 1o
complele the POST Personal History Statemenl,
Form 2.5, or ils eguivalent prior te conducting the
background investigation,

1-4,  Written Evaluation Required: The results of
the investigation must be redoced to writing and made
available 1o the department head for the purpose of
evaluation to determine whether the candidate is
suitzble. The results shall be retained by the jurisdic-
lion a5 a source of authenticated information on -
persennel for present and soccessive administrators.

1.5, Sources of Investigation: The investigation
shall include an inquiry into the following soorces of
information for the purpose indicaled:

i, The S1aic Depariment of Motor Vehicles,
Division of Drivers' Licenses—-to determine
the candidale's driving record.

i

- e TRV IRD B
High.se d all higher educatiocaal institn-
tions that the candidatls anended—to determine

vislucatmal Achigvements, character and
nampmualufﬂwmpplmant.

Smmbmﬂansnfnmlmmmmmtr
MMMMH#M In the
case of 1) born, appropriate federal or
lo-calrec

H‘“lﬂnﬁa'mdmmm where the

l:andldatl:-hns frequently visited, lived or
worked—io determine if any ¢riminal record
exists,

Criminal recards of the California Buresu of
Investigation and Ikt iom, A copy of
the retumn shall be retained in the candidare’s

personnel recond,

« The Pederal Bureau of Investigation records.
A copy of the return shall be retained in ihe

candidal="s £ records.

3 A
ﬁlllmcvinus employecs—o determine the
quality of the candidtate’s work record.

Within praciical lmms. references supphﬁd by
the candidaie, and references supplied by
them, if any--io dugmnm wheiher or not the
candidate has exhibjigd behaviar which would
or would not be compatible with the position
soughi

The candidate's present neighborhood and
where practicable, neighborboods where the
candifate may have previously resided--to
deiermine whether of not the candidate has

) exhibited behavior ' Which would or would not
~ be compatible withdiie position sought.

The candidaie"s credit records--io detennine
his/her credit standing with banks, department
stores and other omnml:rclal establishmenis
that would lend 10 give a clear indication of
the candidele's relisbility,

Ak
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Coemmisslon on Peace Officer StEndards and Training

@

POST ADMINISTRATIVE MANUAL

COMMISSION PROCEDURE C-2

PHYSICAL AND PSYCHOLOGICAL
SUITABILITY EXAMINATIONS

Purpose

2-1. Physical and FPsychological Suitability
Examinations: This Commission procedure imple-
ments the physical and psychological suitability
examinalions requirements established in Section
1002{a)(7} of the Regulations, The purpose of the
physical examination is 1o select personnel who are
physically sound and free from any physical condition
which would probably adversely alfect their perform-
ance a5 a peace officer. ‘The purpose of the psycho-
logical suitability examination is to select personnel
who are free fram any mental or emotional condition
which might adversely affect their performance as a
peace officer. The use of the POST “Medical Screen-
ing Manuat for Califomia Law Enforcement, Febraary
1977, or its equivalent, in conducting the physical
evaluation is discretionary, The use of the “POST
Psychological Screening Manoal, December 19847, or
ils equivalent, in conducting the psychological svitabil-
ily evaluation is discretionary,

Procedure

2-2.  Physical and Psychological Suitabiliey
Examinations: The physical and psychological suita-
bility examinations shall be conducied as specified in
Government Cade Section 1031(f) within 1 year before
hire.

2-3. Medical History: Each candidate must supply
to the examining physician a statement of the medical
history of past and present conditions, diseases, injuries
Or OpCrRLORS.

24. Yision and Hearing: The hiring authority shall
esiablish minimum standards for hearing, color vision
and visual acuity, and is responsible for determining
that cach candidate mects those standards.

2-5.  Physician’s Findings and Record: The physi-
cian shall report in writing findings of the examination
and shall nowe, for evaluation by the appointing
authority, any past or present physical conditions,
diseasgs, injuries, operations, or any evidence or
indications of mental condidons displayed by the

candidate which should be ferther evaluated by
competent professionals. The completed written report
shall be retained by the Focal jurisdiction.

2-6. Psychological Suitability: Peace officer appli-
cants shall be judged to be free from job-relevant psy-
chopathology, including personaticy disorders, as
diagnosed by a qualified professional, described in
Government Code Section 1034, References in
making this determination are identified in the “POST
Psychological Screening Manual, December 1984™.

2-7. Psychological Suitability Examination: Psy-
chological suitability shall be determined on the hasis
of psychological test score information which has bean
intezpreted by & qualified professional. A minimum of
two psychological tests shall be used. One maost be
normed in such a manner a5 to identify patems of
abnormal behavior; the other must be oriented toward
assessing relevant dimensions of normal behavior,

2-8. Clinical Interview: Allfinal recommendations
1o disqualify candideies for psychological unsaitability
shall be based, in part, on a ¢linical interview con-
ducted by a qualified professional. An interview shall
aiso be conducted when objective test data are incon-
ciusive.

2-9, Updated Physical and Psychological Suitabil-
ity Examinations: When more than one year has
passed since initial examinztions, physical and psycho-
logical spitability examination updates, as opposed 1o
compleie new examinations, may be conducied for
individuals who:

d) wvpgrade within the same agency o reserve
peace officer or vegularly employed peace
officer staus;

b} were examined initally in accordance with all
of the provisions of sub-paragraphs 2-1
through 2-8 of Commission Procednre C-2,
ang the resulis of such examinatlions arc
available for review; and

¢} have worked continuously for the agency since
the time of initial appeinlment

o0
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Commizsion on Pesca Oificer Standarcs and Frairing

POST ADMINISTRATIVE MANTIAL

COMMISSION FROCEDURE D-1

BASIC TRAINING

Purpose

I-1. Specifications of Basic Training: This Com-
migsien procedure implements that portion of the Mini-
mum Standards for Training established in Section
1003(a) of the Regulations which relate 1o Basic
Training. Basic Training includes the Regular Basic
Course, District Attorneys Investigators Bagic Course,
Marshals Basic Course, and Specialized Basic Investi-
gators Course,

Trairing Content and Methodology

1-L.  Requirements for Basic Training Coutent and
Methodology: The minimum conlent standards for
basic training are broadly stated in paragraphs 1-53 to 1-
6. Within each functional area, lisied below, Mexibility
is provided to adjust hours and instrectional topics with
prior POST approval. More detailed specifications are
contained in the docoment “Performance Objectives
for the POST Basic Course - 19897,

Suceessful course completion requires attendance of an
entire course al a single academy except where POST
has approved a contractual agreement between acade-
niic for the use of facilives. The Law Enforcement
Code of Ethics shall be adminisiered 1o peace officer
trainess during the basic course, Instructional method-
olugy is at the discretion of individual course present-
crs. Requircments and exceptions for specific basic
courses are gs [oflows:

2. For the Regular Basic Coutse specified in
paragraph 1-3, performance objectives must be
taught and 1ested as specified in the documeni
“Performance Objectives for the POST Basic
Course”. Successfu] course completion is
based upon sludenls mesting the established
success eriteria specified for all objectives in
this document. Tracking pesformance
dbjeclives 1o document shydent achievement is
miandalory, howevér, Lhe racking sysicm 1a be
used is optional,

For the Regular Basic Course, the POST-
developed physical condiuoning program musi
be Tollowed within Functional Area 12,0 and

students must pass 8 POST-developad physical
abilities tes1 as described in the POST Basic
Academy Physical Conditioning Manual at the
concluzion of the conditioning program a3 a
condition for suecesshn] coumss completion,
The use of alternatives to the POST-developed
physical abilities test is subject to approval by
POST. Course preseniers seeking POST
approval to wse altemative kests shalf present
evidence that the alternative tests were devel-
oped in accerdance with necognized profes-
sional standards, and that allernative tests are
equivalent 1o the POST-developed test with
respect 1o validity and reliability. Evidence
concemning the comparabifity of scores on the
POST-developed tess and the proposed
abternative fest is also required.

b. Fer basic courses listed in paragraphs 14 to 1-
6, the performance objectives of the Regular
Basie Couorze areé not required but illusteative
only of the contant for the broad functional
arcas and learning goals specified for each of
these basic courses. Suceessie] course com-
pletson shall be determined by each course

presenter.

1:3. Repgular Basic Course Content and Minimmum
Hours: The Performance Objectives listed in the
POST document “Performance Ohjectives for the
POST Basic Course” are corlained under hroad
Functional Areas and Leaming Goals. The Functional
Areas and Leaming Gioals are descriptive in nature and
only provides a brief overview of the more specific
content of the PerformanceObjectives, The Regular
Basic Course contains the following Functional Arcas
and minitnam hoors.

Fungtional Areas;

1.0 Professional Orientation 11 hours
20 Police Community Relations 16 hours
30 Law 52 hours
4.0 Laws of Evidence 20 hours
50 Communications 32 hours
&0 WVehicle Operations 24 hours
7.0 Force and Weaponry 54 hours

9N D
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Commizzion on Paace Officer Slandauis and Trainng =
10,0 Criminal invesugation 24 hours Funclional Areas:
*11.0 (Dclewcd) () kours . . .
120 Physical Fitness and Defense 1.0 Professional Orientation 4 hours
Techniques 12 hours 2.0 Administration of Justice 4 hours
. i nal: 3.0 Legal Aspects 16 hours
13.0 Specialized I tipative
Tgcmhlni ;u iz restgaty 18 hours 4.0 Telephone Proceduces 10 hours
5.0 Radio Procedures 10 hours
Written Examinalions 11 hours 6.0 Dispaich Practicats
. . (Role-play exercise) 12 hours
Total Minbmum Reqguired Hours 220 hours 7.0 Stress Management & hours
*Since the majority of the Specialized Basic Course is 80 Telecommunications -6 hours
taken directly from the Regular Basic Course, it is 9.0 Basic Emergency Medical
important that the two numbering systems comespond. Services Dispatching 4 hours
For that reason Functiona! Areas 9.0and 110 (Traffic 100 Unusual Incidents 6 hours
and Custody, mp-e:c!ively} are shown dl.‘al.elﬂ.d_ Con- Examinations 2 hours
versely, a new funclional area, 13,0 Specialized
Investigative Techniques, has been developed for the TFotl Minimom Required Hours 80 houwrs

Specialized Basic Investigators Course,

1.7. Basic Complaint/Dispatcher Course: The
Basic Complaing/Thspawcher Course containg the
[oilowing Functionat Areas and minimum hours. This
course provides insmmaction regarding entry-level sldlls
and kmowledge o personnel whose duties inclode
receiving emergency calls for service and dispatching
law enforcement personnel, Witk pricr POST ap-
proval, flexibility shall be granted to adjust hours
between funclional areas.

Historical Notwe:

Subparagraph 1-1 adopted and incorporated by reference into Commission Regulation 1003 cifective

Seplember 26, 1990,

Subparagraph 1-2 adopted and incorporated by reference into Commission Regulation 1005 effective

Seplember 26, 1990

Subparagraph 1-3 adopied and incorporated by reference into Commission Regulation 1005 on April 15, 1982,
and amended on January 24, 1985 and September 26, 1990.

Subparagraph 1-4 adopted and incorporated by reference into Commission Regulation 1005 on April 27, 1983,
and amended on January 24, 1985 and Sepiember 26, 1990,

Subparagraph 1-5 adopted and incorporated by reference into Commission Regulation 1005 an April 27, 1983,
ard amended on Janvary 24, 1985, fanuary 15, 1987 and September 26, 1990,

Subparagraph 1-6 adopted and incorporated by reference inte Commission Regulation 10035 on October 20, 1983,

and amended on Seplember 24, 1950,

Subparagraph 1-7 adopied and incorporated by reference into Commission Regulatior 1018 on December 29,

1988,

9490




City of Alumneda Ca]iL \ia

Te: ROBERT M. SHIELLS
CHIEF OF POLICE

From:

SGT JON WESTMORELAND
PERSONNEL & TRATNTNG °

November 3, 1991

SUBJECT: CULTURAL DIVERSITY TRIANING HISTOHY

1"

Cross Cultural Tralning (1€hours, 211 sworn persarel and Techniclans).
September, October, Novarber 1983.

Caonducted by: Cross Cultural Specialist Beena Levine (3 hours)
Hispanie Culture ~ LE. Dan Oriega, STFD, (2 hours)
So. East Asian - Lilly Nguyen-Duy, SoBEast Asian
Resebtlement Agency
Ofc Robert Sayaphupha, OFD (3 hours)
Pilipine Culture - Mr. Cris Corpuz, Mr. Ben Lopez
United Filipinos of Alameds (U4 hours)
Black Culturs - Mr, Daniel Martin, IVC Department
Bead of Admin of Justice (4 hours)

Harrassment/Discriminaticn in the Workplace {35 hours, g1l persormel)
March 1389

Conducted by: Ms. Idimda Lowe M.F.C.C,, Oakland Psychotherapy Center
M, Dendel J. Vol, Fh.D., California Cownseling Assoclates

F.0.5.T. Cross Cultural Awareness Training (2% hours, 2ll sworm persormel
scheduled to be avellable 19G2.

Alameda Police Department hed one member on the Research Commltiee
for development of this state wide program. This was in Feb 13-14, 1590,

Managing Differences (1% hours, 9 supervisors)
Janmary 1991 :
Condueted by Ms Susan Preeman, Clty of Alameda Training Speclalist

Diversity at Work (1% Hﬁlﬁ, 11 supervisors)
January 1991
Conducrted by Ms, Susan Freeman, City of Alsmeda Training Specialist

Later-department bMenwrand em

Frnted on recyeled japer
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BOBFRT M, SHIFELLS
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b. Ethics & Integrity Training with a focus on racisl/sexual
diseriminatory practices (3 hours, all officers & supervisors)
Oetober, Noverber 1991,

Conducted by: Sgt Jon Westmoreland and Sgt Joe Dwyer as part
of arrmal Advanced Officer Training. A brdef session
was also corxducted with cammend staff,. Another
coomand staff session 1s plarmed for the future.

7. Cultural Diversity/Humen Relations Trainirg (8 hours, all persomel)
/Y §91-92.

Conducted by: Sgt Jon Westmoreland and Sgt Joe Iwyer. In response
your memo of October 3 regardirng Department Training,
a proposal has been sutmitted o Capt Sclmitz to eonduct
this training vaing the Ethics & Integrity formst,
This could be Sone in conjuction with an outside agency
speciglizing in cultural diversity training.

In sidition, all sworn persomnel and supervisors have recelved traindng
in hardling Damestic Violence situations. Officers recelved eight hours
training in 1987 ard 1988, Sergeants received two hours in 1988, This

is net to say minority groups have more damestic violence probians. IT is
to say that owr officers have recelved training In beding sensitive to

fhe needs of victims in these sltuaticns arnd thelr responsibility to

the those victims. The training alsc included social attitudes toward
damestic viclence, the impact of domestie violence, and the police
role/response to domestic violence cases.

Lastiy, line—up training wes conducted with all sworm persormel when the

order on Hate Crimes was issued in August 1989, and the order on
Harrassment in The Workplace was issued in August 1990,

Respectfully submitted,

(% Westm::relarﬂ N }3

Personnel & Training
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CiTY OF ALAMEDA k

PROHIBITIN ND DISCRIMINATION

Harassment and for discrimination violate Title VIl of the 1984 Chdl Rights Act. Both are dlega! under the
Callfornia Government and Labor Code, and under the reguiatory guidsiines of the Equal Employment
Opportunity Commisslon and the California Fair Employment and Housing Commisslen,  Further,
harassment and discrimination debllitate morale and Interfera In the work productivity of victims and thefr
co-workars. All employees must be allowed to wark In an anvironment free from unsoliclied and unwelcome
discrimination and harassment. .

It Is the policy of the City of Alameda that harassment and discriminatlon are unacceptable employee
conduct and nefther will be condoned or tolerated. Harassment or discrimination diracted towards a Job
applicant, an employee or a citizan by an employee on the basls of race, religious creed, cofor, nationa!
origln, ancestry, handicap, disability, marital status, pregnancy, sex, age, or sexual otientation wil not be
tolerated. City officials, smployees and contractors who violate this policy may be subilam 1o firm
disciplinary actlon up to and induding dismissal.

Harassment or_diseriminptory conduct based on race, religicus creed, color, natlonal origin, ancestry,
handicap, disabllity, marital status, pregrancy, sex, age or sexual orlentation includes, but Is nat limited to,
any conduct which has the purpose or effect of unreasonably Interfering with any individual's work
performance or greating an intimidating, hostile o offensive work environment, as well as the following:

A Verba! Waragsment or Discrimination - Epithets, derogatory, offensive, prejudicial
statements or jokes.
B. Physical Harassment or Discrimipation - Assault, any offensive touching, or physical
interferance with notmal work or movement.
(4 Visual Harassment or Discrimination - Derogatory postar, notices, bulletins, cartoons,
drawings or objects. Drawings do not include bona fide ant displays.
Sexunl Harasement or Digerimination - Unwelcome sexual advances, requests for sexual favors, and other

deliberate or repeated unsolicited varbal comments, gestures or physical conduct of a sexual nature whan:

1, Submission or tolerance of such corduct is made either explicily or implicily & term or
condition of an individual's emplaymett or;

2. Submission to or relectlon of such conduct by an indhvidual Is used as a basis for
employment of other declsions affecting such individuals or;

a. Such conduct has tha purpose or effect of unreasonably interfering with an Individual's work
performance or creating an intimidating, hostle or offansive work environment.

Empl rassment i - Refusal to hire, tain, promote, or provide equitable
employment conditions to any amplum or applicant, or to discipline or dismiss an employes solely based
on race, religlous creed, color, national origin, ancestry, handicap, dizabllty, marital status, pregnancy, sex,
age or sexual grientation except where the doctrine of business necessity or a bona fide occupational
gualffication can reascnably be established.

Within the City government, & supervisorial employes who uses Implick or expli:::if coercive behavior 1o
control, influence, or affect the career, salary, or job of an employee is engaging in harassment. Simllany,
an emplayee of the City who bahavas In this manner Inthe process of conducting City busiress i engaging
in harassment.
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Marassment and Discrimination page 2

Each Depanment Head shall endsavor to provide & work environmant that is free from harassmant and
discrimination, Department Haads shall post coples of this policy and the omplaint procedure developsd
pursuant to this policy in consplcuous places. Depaiment Haads shall also requirs mansgers and
supervisors to inform thelr employees of this policy and the complaint procedura, and shall endeavar to have
managers and supervisors report Instances of haragsment or discrimination to thelr respective supenvisors
or the Personnel Director. All Department Heads, supervizors, and employsees ars encouraged to be aware
of and sensitive 1o potential incidence of discrimination or harassment.

Any employsa or job applicant who feels that he or she has been harassed or subjected to discrimination
should first discuss the concemn with management of the department. Aliernatively, or if a satlsfactory
golution is not accomplished through Informal means, the individual may pursue the concsrn with the
Personnel Director through the complalnt process outlined In the Harassment and Discrimination procedure.
The individual may also pursue the soncam through the grievance procedurs.

It is not tha intent of the Clty of Alameda to reguiate the soclal Interaction in retationships fresly enterad into
by City employees.

Adopted - City Cauncl Mesting of
July 18, 1391

EK:5F:ra
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CITY COF ALEMEDA - PERSCRNEL DEPARIMENT

HARASSMENT AND DISCRIMINATION FPROCEIURE

FURPOEE

To define and issue to all emplovees the City's procedure on the
prohibition of harasement and discriminatien, -

JNTRIDCCTION

Harassment and Discrimination are unlawful employment practices probibited
by both State and Federal law. It debilitates morale and interferes in
the work productivity of its victims and their co~workers,

It is the pelicy of the City of Alameda (see Resolution No. 9511, Adcoptes
April 8, 1981; Affirmative Action Program Manual, Section II, Policy
Statement; Civil Service Ordinance No, 2130, Revised Ordinance Adopted
May, 1983) to treat its enployees with respect and dignity and to provide
a working envirorment free of discrimination and harassment.

It is the policy of the City of Alameda that harassment and discrimination
are unacceptable and will not be condoned or tolerated, City officials
and enployees who violate this policy may be subject to fimm disciplinary
action up to and including dismizsal. An individual grieving harassment
or discrimination should discuss the concern with management of the
department or the Personnel Department,

Prevention is the best tool for the elimination of harassment oz
discrimination. All Department Heads shall take the responsibility to
inform all employees of the policy statement and of the sanctions, They
shall also inform 2ll employees of how a complaint of harassment or
discrimination should be handled. They shall express strong disapproval
of harassment or discrimination and develop methods to improve awareness
of all concerned.
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City of Alameda Perscnnel Department
Barassment and Discrimination Procedure

V. (XMPLATINT PROCESS

BAn employee who believes they have been harassed on the job should inform
the employer, its agents or supervisors of the harassment. To accommodate
the wvnigue nature of harassment complaints, a process 15 provided for the

primary parpose of resolving complaints at the earliest possible date.
Elements of this process are:

A,

E.

Object - Many victims find using this informal approach to be
effective, Just asking or telling the offender to stop usually
improves the situation. However, anyone uncomfortable with this
approach is encouraged to proceed with the next step.

The grployee whe believes he or she has been the subject of harassment
or discrimination is obligated to report the incident(s) to the

imnediate supervisor, the Department Bead or the Personnel Department.

The City's Personnel Departmept will ba available to recelve
harassment comglaints and to:

1. counsel the employee and outline the options available;

2. obtain a written statement of the complaint;

3. conduct the investigation, interview the accused, witnesses ard
supervisors zs appropriate;

4, pee that complaint is resolved in a timely manner vsually within
39 days.

Pepartment Head and Personnel Director — Authorize investigation of
the complaint, review factval information collected to determine
whether the alleged conduct constitutes harazsment, giving
conslderation to the record as a whole and the totality of
circumstances, including the nature of the verbal, physical, visual or
sexual favor aspect of the advance and cmntext in which the alleged
incidents occurred and initiate and/or recommend appropriate actios.

Confidentiality - Every effort will be made to protect the privacy of
parties involved in a complaint. Flles pertaining to complaints
hardled under the pre-grievance process will not be made avallable to
the general public or any other persons not authorized access to
employee records. :

If the above steps fail to resolve the complaint to the employee's

eatisfaction he/she may file a grievance through thelr Bargaining Dnit
or the Civil Service Board.
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City of Alameda Perscnnel Department
Harassment and Discrimination Procedure

VI. POLICY JMPTEMENTATION

Each Departmwent Bead is responsible for ensuring that the work environment
in their Department is free of harassment or discrimination by:

- Setting a pesitive example of behavior appropriate to the work place;
- Posting coples of the policy and this procedure in conspicuous places;

- Having managers and super?isors inform their employees of the City
pelicy and complaint resolution procedure; and,

= Requiring managers and supervisors to report instances of harassment or
discrimination to their respective supervisors and/or the Personnel
Director;

- Encouraging managers and employees to attend training and to read
materials supplied by the City to increase their awareness of and
gsensitivity to the problem of harassment or discrimination.



CITY CF ALAMENA
FERS(HNEL. DEPARTMENT

BARASSMENT/DISCRIMIFATTCON

HHAT TO DO IF JOU FEFL YOU ARE A VICTIM

- ACTICH

* Tell barasser to STOP!
or

[BIECT to the harassing/discriminatory behavior, (If you are wncomfortable
with this approach proceed with the nezt step.

* 2dvise your Supervisor, Department Head or Personnel.

* If harasser is your Supervisor, go directly to your Department Head or
Personnel.

* Present the facts citing specific exanples and/or incidents and make note of
these in case of fuiture investigation.

* Focus on eliminating the offense, not destroying the offender,

IF IQU ARE AN (BSERVER
- BCTION

% Advise your Supervisor, Department Bead or Perscunel.
* Make note of your cbservations in case of future investigation.

IF YU ARE THE ALLPGF) BARASSER

= ATTITUDE

% Take the camplaint sericusly.

~ ACTICN

* Make note of your versicn of the sitvation in case of future investigatien.



CITY OF ALAMEDA
FERSONREL LEPARTMENT

BARASSMENT/DISCRIMINATION

IF YOO ARE THE JWERVISOR AND RECEIVE A QCMPLAINT

- MTITUDE

* Take the camplaint sericusly.
* Be calm and objective.

= ACTION

* Notify Department Head

* Make note of the complaint and specific details m case of future
investigation.

* Department Eeads must report all harassment/discrinination complaints to
Personnel . :
* Insure confidentiality.

~ FESPONSE

* Investigation/evaluation will be conducted by Personnel and the Department
Head.

* Disciplinary action, as needed, will be taken.

~ PREVENTIVE STEPS

* Make sure your staff 1s aware of the City's Harassment/Discrimination
policies and procedures.

* Express strong disapproval of harassing or discriminatory behavior or
actions, i

* et a good example.
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CITY OF ALAMEDA s CALIFORNIA

CITY HALL » SANTA CLARA AT DAK STREET 94501 = {415) 522-4100

PERSONNEL DEPARTMENT

CITY OF ALAMEDA
EVLICY PROFIBITING GEXTAL HARASSMENT

Sexual harsssment is an unlawful employment practice prohiblted by both
State and Federal law. It debilitates morale and interferes in the work
productivity of its victims and their co—workers. All employees must he a)lowed
to work in an environment free from unsolicited and unwelcome sexua)l overtures.

Sexual harasspent is deliberate or repeated mmzolicited verbal comments,
gestures or physical contact of a sexval nature which are unwelcome.

Within the City govermment, & supervisorlal employee who uses implicit eor
explicit coercive sexual behayior to control, influence, or affect the career,
salary, or job of an employee is engaging in sexual harassment. Similarly, an
enmployee of the City who behaves in this manner in the process of conducting
City business is engaging In sexual harassment. Any enployee who participates
in deliberate or repeated unsolicited verbal comments, gestures, or physical
contact of a sexual nature which are unwelcome is also engaging in sexual
harassment,

It is the policy of the City of Alameda that Eexuval harassment is
unacceptable employee conduct end will not be condoned or tolerated, City
officials and employees who vigclate this policy may be subject to £irm
disciplinary action up te and including dismissal, An individual grieving
sexual harassment should first discuss the concern with management ¢f the
department. If a satisfactory splution is not accomplished through informal
means, the individual may pursue the concern with the Senior Personnel Analyst

in the Personnel Department, The individual may also pursuve the concern through
the grievance procedure,

Prevention is the best tool for the elimination of sexual harassment. All
City departments shall teke the initiative to inform all employees of the pelicy
statement and of the sanctions. They shall also inform all employees of how a
complaint ©of sexual harassment should be handled. They shall express strong

disapprovel of sexual harassment and develop methods to improve awareness of all
concerned.

However, it is not the iIntent of the City of Alameda to regulate the sccial
interaction on relationships frealy entersd into by City employees.

Resolution #9511

Adopted-City Council Meeting of
April B, 1981
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The following is a breakdown of the gender and ethnic categories
of all employees of the Alameda Police Department as of 12/718/91.
The categeories include: sworn members, full-time civilian members
and part-time employees, The definiticns of the wvarious ethnic
categories have been taken from the Equal Employment Opportunity
Commission guidelines,

They do not take into consideration employees such as Officer
Durani, an Afghan; the EEDOC does not consider Middle Easternerxs as
a distinct race.

al1 Police Employees:
Male White: | B3  48.1%
Female White: 49 26.4%
Male Black: 7 3.7%
Female Black: il 5.9%
Male Hispanic G 3.2%
Female Hispanic 2 3.2%
Male Asian or Paclfic Islander: 11 5.9%
Female Asian or Pacific Islander: E _3.2%
Total: i85 100 %
Male White: 89 48.1%
Minority {includes all females): 96 21.8%
Minority {excludes white females): 47 25.4%
Total Female: 72 A8.58%
Sworn Emplovees:
Male White: T7 B1.0% -
Female White: 5 5.2% _
Male Black: 3 3.1%
Female EBElack: 0 0 %
Male Hispanic 5  5.2%
female Hispanic O 0 %
Male Asian or Pacific Islander: 4 q.2%
Female Asian or Pacific Islander: 1l -1 %

Total: 95 100 %
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Male White:
Minority {includes all females);:
Minority {excludes females):

Total Female:

Male White:
Female White:

Male Black:
Fenale Black:

Male Hispanic
Female Hispanic

Male Agian or Facific Izlander:

Female Aslan or FPaclfic Islander:

Tokal:

Male White:

Minority ifincludes all females):

Minority (excludes white females):

Total Female:

Nop-Sworn Rart Time Employees:

Male White:
Female White:

Male Black:
Female Blachk:
Male Higpanicg

Female Hispanic

Male Aszian or Parific Izlander:

female Asian or Paclific Islander:

Toctal:

17

18

12

et 20 {ad =l

b =

41

20
36

[t e

b oy

B1.0%
18.9%
12 .8B%

6.3%

o.8%
47 .7%

6.8%
2.2%
9.0%

2.2%

6.8%
83.1%
45.4%

Bl.8%

19.1%
51.0%
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Male White:

Minority (includes all females):

Minority {excludes white females):

Total Female:

0

9
38
14

31

19.1%
BO.8%
29.7%

65.9%
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g D. EMPLOYMENT DATA AS OF JU
{Do not indiude elected/appeinted officials. Blanks will o8 counted as zerc)

"o

1. FULL-TIME EMPLOYEES (Temparary employess nat included)

ANMUAL
BALARY
{1 Thou=angs
Qoo

JOH
CATEGORIES

TOTAL
(s

A

MALE

FEMALE

HOM-HISFANIC
ORIGIN

WHITE BLACK
B C

HEGPANIC

ASIAN

DR
PACIFIC
BLANDER

AMERICAN
AN

ALASKAR
HATIVE
F

HON-HISFANIC
CRIGHN

WHTE

BLACK
H

HIEPAMIT

ASH N

OR
FALCIFH;
HLANDER

AMERICAN
INCI AN
OR
ALLSHAN
HATIVE

L1

3 01-7TR

B.0-11 .9

12.0-15.9

14.0-18.8

200249

25.0-32.9

DFFKCMILSY
ADMIMISTRATORS
bl Bl Rl Fall Yol Ll fd

30428

. 43.0 PLUS

9 0179

0. A0-11.%

11, 120168

12. 1860-168.2

13, 0.0-24.9

4. 240328

PROFESSIOMALS

15, 3.0-42.9

15, 410 PLUS

17, 0.4-7.3

16, B.0-11.%

19. 12.0-15B

20, 180183

21, Wo-Ae

23, 250-32.9

TECHMICIAMS

23. 3Hzh

24 430 PLUS

19

19

0.4-10

L)

12.0-45.9

16.0-19.8

20.0-24 F

5.0-32.5

[

HEEIEE R

PROTECTIVE
SERVICE

30428

L=

=

32 430 PUS

37

46 3

L (T

&, 079

N R -

A5 1201559

35, 16.0-19.%

. 206245

3B 250329

PARA-
FPROFESSIONALS
ta
-~

. Be-2E

40, 43.0 PLUS

41, GA-1p

[ L RR-

12.0-13.9

a0-24.9

=

42
L=
44 180159
45
48

. 25.0-32.9

EJ

ADMINISTRATIVE
SUPPOAT

i

— T

BECC FOAM 184, SUL. 86 [Priviou Editioms whll Ciichiti)

RESPONDENT'S COPY
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OL MPLOYMENT DATA AS OF JUNE 30 (1 1)

{De not include slectectfappointed officials. Blanks will be counted as zero)

1. FULL-TIME EMPLOYEES (Temporary emplayees ot included)

ARUAL
SALARY TOTAL
{in thousands {mm}

6K
Ba0)
#

A0
CATEGORIES

MALE

FEMALE

HON-HISPARIC
CRIGIN

WHITE BLACKE
B C

HIERANK;

ASMAN
QR
PACIERC
1SLANDER
E

AMERICAH
LT 16T
R

ALESAN
MATTVE

¥

NOR-HISPANIC
ORIGIN

WHITE BLACK.
a H

HISFANIC
I

ASIAN

L8
FACIFIC
IBLANDER

AMERIC AR
L] L

MATIVE

.3 QTR

B.0-11.9

. RDE

. iAO-188

. 200248

., 250329

. R0-E2B

SKLLED CRAFT
z z[elalel=ls]s

4310 PLUE

B.1-79

8.0-11.9

12.0-15.9

120199

20.0-24.9 {

SEFVICES

250-32.0 i

MAINTENANCE

30-4z9

EIBIR[2|B|8]%|5

430 PLUS

#5, TOTAL FULL TIME
131

{LIMES 134

B4 4

- e

2. OTHER THAN FULL-TIME EMPLOYEES (Include lemporary employsss)

. DFFICIALSJADMIN,

. PROFESSIONALS

. TEGHHICIANS

. PROTECTIVE SERV. 11

. PARA-PROFESZICHAL 10

. ADMIN. SUPPORT A

. SMILLED CRAFT

S22 BB |98

. EERV.MAINT. A

T4, TOTAL OTFHER
THAN FULL I8

[LMES B2-73)

6 -Q=

-0

6

={}=

2t 3

s

JULY 1< JUNE 30

3. NEW HIRES DURING FISCAL YEAR - Permanent fidl tima only

PROTECTIVE SERV. 2

PARAPROFESSIINAL

. BIMIN. SUPPORY

. SHILLED CRAFT

B(=8|2a (A4

. SERVIMAINT. 1

K. TOTAL HNEW HIRES

{LMES 7543

L mU—

—0=

=fi=

o

—fi-

e

EROC FORM UL B9 (Prvines Eftions gry Ohsolele)

RESPONDENT'E COMY

PAGE 3



GHEAFIIPN AL AT A LITY

gre included in this repori.)

REMARKS {List Mational q\, i Information Caenter (NCIC) numbers  { )
assigned to any Uriminal Justice Agencles whose data )

PMICE DEPARIMENT

*** INCLUDE LIST OF AGENCIES IN THIS FUNCTION ***

Section 1001.)

CERTIFICATION. | cerify thal the information given in this report is correct and true lo
the best of my knowledge and was reported in accordance with accompanying instruc-
tions. (Willfully false stalements on this report are punishable by law, U.S. Code, Titte 18,

NAME OF PERSON TQ CONTACT REGARDING THIS FORM
Mra, Elirebath B, Kingsley

TITLE

Peranmnel IHracknr

ADDRESS (Mumbar and Sirewt, Clty, Slate, Zip Code
BT O AT AEDA = PEREONNEL, DEPARTMENT

G1TY HALL, ROOH 312
Santa CLARA AVENRUE & OAK STREET
ALAMEDA, CA 94501

TELEPHONE NUMBER
AREA CODE

(415) 748-4521

DATE TYPED HAMEMITLE OF AUTHORIZED OFFICIAL

9-20-91 WILLIAM C, ROHTON, CITY MANAGER

SIGNATURE

. EEDC FORM 184, JUL, 17 {Proviovs Edhions am DOsowe)

FAMIE 4
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10.
11.
12.
13,
14.
15.
16.
17-

1B.

12081 ]em

() () APPENDY &

ORIG WAL
LIST OF MEMBERS

MAYCR'S COMMITTEE ON CULTURAL DIVERSITY
ALLEN, Rodger, Captain - Alameda Fire Department
BENIPAYO, Charito
DEWITT, Albkart
FAYE, Natalie
FLCRES, Jolen

FREEMAN, ©Susan = ©Personnel Analyst/Trainer, Persohnel
Department,

GROH, Lynn

GUYTON, Clayton

HUIE, alice

KINGSLEY, Elizebeth B. = Personnel Director, Personnel
MORALES, Linda

NARAHARA, Joan

CRTIZ, Arturo

POZ05, Loretta Gonzales

QUICK, Kate

QUINTERD, Laurenge

WESTMORELAND, Jon, Sgt - Alameda Police Department

WONG, Edmond



¥

R

17.

(

ATTACHMENT TO MINUTES

LUORREAT

MAYOR’S COMMITTEE

ETHNIC & CULTURAL DIVERSITY
WEDNESDAY, APRIL 29, 1992
ALAMEDA HOSPITAL, 2070 CLINTON AVENUE

Rodger Allen
Charito Benipayo
Natalie Faye

Jolen Flores

Susan Freeman
Rohert Glover

Lynn Groh

Alice Huie

Elizebeth B. Kingsley
Fred Leitz

Joan Narahara

Lee Perez

Kate Quick

Lucille E, Rodriguez
Phyllis Walker
Lowrenie. (RUinerd
Edmond Wong

18, Chester Young

ON

730 P.M.

HEF02: Jam



