


BALTIMORE CITY 

POLICE-COMMUNITY RELATIONS 

A Report By 

THE BALTIMORE COMMUNITY RELATIONS COMMISSION 

March 1975 



BALTIMORE COMMUNITY RELATIONS COMMISSION 

COMMISSIONERS 

Dr. John S. Thomsen, Chairman 

George J. Bereska, Esquire 
Honorable Troy Brailey 
Leonard C. Butler 
Most Rev. F. Joseph Gossman 

Michael E. Kaminkow, Esquire 
Ms. Antonia K. Keane 
Donald E. L. Patterson, Sr. 
Mrs. Elizabeth M. Shipley 

STAFF 

John B. Ferron, Director 

Division Chiefs 

Lillian B. Jones, Community Division 
Marion S. Sjodin, Education Division 
John M. Wilson, Community Division 
Jerry L. Woods, Compliance Division 

(Appointed 7/74) 

(Resigned 9/74) 

HONORABLE WILLIAM DONALD SCHAEFER, MAYOR 



TABLE OF CONTENTS 

Introduction ii 

Appointment of Police Commissioner 1 

Police District Boundary Lines 4 

Community Relations Efforts in the Police Department.... 5 

Police Cars or Foot Patrol? 15 

The Complaint Evaluation Board 17 

Redress for Citizens' Grievances 
Against Police Officers 20 

Training 25 

Need for Psychological Services 34 

Hiring and Recruitment 40 

Summary of Recommendations 72 



I. INTRODUCTION 



INTRODUCTION 

All over Baltimore, citizens are eagerly awaiting the Bicentennial 

celebration. Already, our historic City has begun to dress itself up 

for these important festivities. Neighborhood flower gardens, renewal 

and renovation projects, colorful bridges, and gay murals in pleasantly 

surprising places, all such improvements are expected to raise community 

enthusiasm and attract thousands of tourists. 

These special preparations will be greatly enhanced by the fact 

that Baltimore is famous as a residential city made up of many readily 

identifiable ethnic communities. Many of these neighborhoods are black 

and/or low income areas in the inner city. Some of these sections have 

been characterized as "high crime areas" by the Police Department. 

Unfortunately, the relationships which have existed between the Police 

Department and these communities have never been good. They are not 

good now. 

While-most of the citizens in these areas are law abiding and, 

on the one hand, acknowledge their dependence on the police for their 

personal safety, they are fearful of the police at the same time. Many 

individuals, especially young people, who feel they are a target of the 

police, are resentful and hostile. Police Officers are afraid too. 

Their fear also translates into resentment and hostility. These 

emotions on both sides set up a vicious cycle of action, reaction and 

escalating tension — all to the detriment of both the police and the 

citizens. The only winner is the real criminal who finds that anger, 
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fear, suspicion, and a lack of cooperation between the police and the 

community combine to make an ideal atmosphere in which to mature his 

felonious plans. 

The Community Relations Commission (CRC) is in an excellent position 

to estimate the state of police-community relations in Baltimore today, 

through calls to its Rumor Control Center, the activities of its 

Community Division staff members, and through its participation on 

the Police Complaint Evaluation Board. The assessment is discouraging. 

More and more calls to the Rumor Control Center reflect frustration 

in dealing with the police; increased numbers of citizens are voicing 

unsolicited criticism of police actions; and complaints to the Police 

Department's Internal Investigation Division are crescendoing to 

alarming heights. 

At the same time, however, there is much that is good about the 

Baltimore Police Department: 

Baltimore City has significantly upgraded the quali

fications of its police officers since 1966, when the 

educational qualification for becoming a police officer 

was only an eighth grade education. Today, the minimum 

educational requirement is high school equivalency. 

As of February 1975, the number of police officers 

with either a college degree or at least some college has 

risen sixfold since 1966 — from 5% to 29%. 

The percentage of police officers with high school 

education or better is now 80%; in 1966 it was 40%. 
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There are ten times more police officers with 

college degrees today than there were in 1966. *• 

The Police Commissioner has repeatedly stated 

his desire for a truly professional police force. 

CRC staff members have encountered many dedicated 

police officers, genuinely desirous of serving all of 

the citizens. 

The Police Community Relations Division offers 

an excellent nucleus from which a strong community 

relations consciousness can grow. 

The Police Academy is beginning to recognize the 

importance of achieving a good relationship with all 

citizens. 

With such a solid foundation to build on, good police-community 

relations are not impossible. 

The purpose of this report is to make studied recommendations 

which, if implemented, will go a long way toward furthering the goal 

of the police and the community working positively together in a 

spirit of mutual respect. 

Statistics from Major Lon Rowlett, Director, Personnel Division. 
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APPOINTMENT OF POLICE COMMISSIONER 

The Police Commissioner might be the most powerful person in 

Baltimore City. He has the potential for more direct control over 

the citizens of Baltimore than any other public official. 

He commands a force of 3,571 armed persons authorized to 

safeguard the lives, safety and property of everyone within the 

City and to assist in securing for all persons the equal protection 

of the law. He is responsible for their assignments, functions, 

duties and responsibilities. He makes the regulations for the 

hiring, firing, discipilining and promoting of these individuals. 

It is he who makes the final determination on departmental structure. 

He has the authority to assign and reassign policemen or allocate 

and reallocate equipment according to his judgement of what is 

necessary to best serve the interests of the public and the department. 

His domain is Baltimore City, and his Department's budget comes 

from City taxpayers, but he is not responsible to the Mayor of the 

City. Instead, he is appointed by the Governor of Maryland, who 

resides, not in Baltimore, but in Annapolis. It is true, of course, 

that Baltimore citizens vote for the Governor; but so does the rest 

of the Maryland electorate, and this group is not likely to care as 

much as the citizens of Baltimore themselves care about the quality 

Code of Public Local Laws of Baltimore City, 1969 Edition. 
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of police protection in Baltimore City. 

This bizarre situation was established in 1860 to end corruption 

in City government that prevailed as a result of illegal activities of 

the "Know Nothing" party which controlled City Hall at that time. Since 

1860, two referenda have been held on this issue, one in 1920 and one 

in 1947. The result of these elections, the last of which took place 

more than a quarter of a century ago, was to retain the status quo. 

In the entire country, there are only eleven other cities which 

have state controlled police departments. They are Kansas City, 

St. Joseph, and St. Louis — all in the State of Missouri; and eight 

other smaller cities in the State of Vermont.* There may be valid 

reasons why the police departments in these cities, all smaller than 

Baltimore, remain under their respective state jurisdictions. There 

is no justification for this situation in Baltimore City, the seventh 

largest City in the United States. Out of the top fifteen largest 

cities in the nation, Baltimore is the only one not in control of its 

own police department. 

Any consideration of the current personalities involved, of course, 

is irrelevant to the fundamental issue. 

Over one hundred years have passed. The anachronism still persists. 

The Baltimore City Mayoralty has long had the capacity to resume its 

original responsibility to appoint the Police Commissioner. This 

V. A. Leonard and Harry W. Moore, Police Organization and Management, 
3rd Edition (Mineola, New York: Foundation Press, 1971). 



return to normalcy would be good for the police as well as the citizens. 

People respond best to authority when they feel they have a say in the 

appointment of that authority. 
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POLICE DISTRICT BOUNDARY LINES 

A complaint which was brought frequently to the Community 

Relations Commission (CRC) during the summer of 1974 was that some 

police district lines have been developed with little regard for 

established communities. A good example is the Southwest Baltimore 

Area, where there has been a large percentage of assault cases and 

racial disturbances. 

This community, which experiences a great deal of conflict, finds 

itself separated into three police districts. The residents never 

know which district, if any, is going to respond to the call. This 

kind of administrative insensitivity to communities and their natural 

boundaries is another element which contributes to negative police-community 

relations. 

Recommendation 

The Community Relations Commission recommends that police district 

boundary lines be reexamined with the communities involved and be redrawn, 

where appropriate. 

4 
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COMMUNITY RELATIONS EFFORTS 
IN THE 

POLICE DEPARTMENT 

The unique inside position of the Police Department's Community 

Relations Division affords an ideal vantage point from which to assess 

not only community reaction to police activities, but also to evaluate 

police activities themselves. 

It is one thing when the man in the street, or even a civil 

rights organization, judges police behavior; the Department can 

rationalize criticism as unknowledgeable or impractical or both, 

and discount compliments as the product of uncritical hero-worshippers. 

But wlien a Police Department action gets an objective appraisal from 

within its own ranks, that carries special significance. Civilian 

evaluation of police conduct is important too, of course, and no 

Police Department can serve the best interests of the community 

without it. A community Relations Division within the Police 

Department offers an ideal vehicle to bridge the natural gap between 

citizen and police officer and to create understanding between them, 

pinpointing problems. 

The Community Relations Division should take this responsibility 

very seriously. The top administration of the Police Department 

should back this crucial Division to the fullest extent, making 

every effort to imbue it with as much prestige as possible. Truly, 

the Police Community Relations Division should be the most important 

crime prevention Division in the whole Department. 

5 
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The Community Relations Division must continuously strive for 

intimate familiarity with every neighborhood in Baltimore. It must 

be able to identify every community's problems, strengths and weaknesses. 

It should examine every charge of police abuse, whether unfounded or 

not, to determine if it reflects community tension. It is important 

to keep an inventory of all trouble spots and develop programs to 

eliminate the tension there. The Police Department should never be 

surprised by "sudden" outbursts of anit-police sentiments. 

When the Division was established in 1966, under Major George Gelston, 

the Interim Police Commissioner, it was working in this direction. The 

summer of 1966 has been characterized as "long" and "hot," and the new 

Division quickly found more than enough work to keep it busy. First, 

it was involved with a riot at the Maryland Penitentiary. Next came 

demonstrations on Pennsylvania Avenue; and at Purnell Village, 

Edmondson Village, City Hall, People's Court Building, the Masonic 

Temple on Eutaw Place, a convention of the Congress of Racial Equality, 

O'Donnell Heights, and a National States' Rights Party rally at 

Patterson Park. 

These demonstrations provided an instant indication of community 

undercurrents and helped to define the areas of concern. Today, however, 

the demonstration is largely a remnant of the past. The current absence 

of demonstration protests should not be interpreted as evidence of 

community tranquility and the Police Community Relations Division 

should be identifying other barometers of community sentiment. 
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The Police Department is currently operating a number of programs 

in the community. The Officer Friendly Program, the Speakers' Bureau, 

the Summer Recreation Program for 4,500 inner city children, and 

participation in Project Go, a career guidance program in the Baltimore 

City Public Schools, are primarily for the purpose of creating good 

public relations for the Police Department. Other programs, i.e., the 

Block Parent Program, the Child Molester Prevention Program, and the 

Drug Awareness Prevention Program, provide vital information to parents. 

In addition, the Police Department presently has four community 

relations programs which, if strengthened, could provide excellent bases 

from which to probe citizen attitudes toward the police: 

A. Storefront Centers 

According to a recent report-1- on the Community Relations 

Division sent to CRC by Police Commissioner Donald Pomerleau, 

"Much of the service rendered through these centers involves 

lending a sympathetic ear to the voices of urban frustration." 

At present, there are two storefront centers — one at 

845 George Street in the west-central portion of the City 

and one in Cherry Hill. 

Theoretically, a storefront office is an ideal way to 

bring government bureaucracy directly to the people. Sometimes 

it does; other times the community views it with suspicion or 

apathy. Over the years, local police-community relations 

storefronts have collectively elicited the whole range of 

public reactions. 

Police Commissioner Donald Pomerleau submitted a report to CRC, 
on February 18, 1975. 
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The Community Relations Commission (CRC) believes that 

an active storefront office, in a carefully chosen location, 

with a flexible program geared to specific and changing 

community needs, can go a long way towards building positive 

community attitudes toward policing. 

The Police Community Relations Division, in cooperation 

with appropriate representatives of other Police Department 

units, should reevaluate its storefront activities with an 

eye toward changing them drastically if necessary, increasing 

the number of locations if a need for them is indicated, or 

even scrapping them altogether if a cost-benefit analysis 

reveals that the manpower and funds would be better utilized 

if diverted elsewhere. 

B. Tension Patrol 

The Tension Patrol unit is staffed by four police officers 

from the Community Relations Division. According to 

Commissioner Pomerleau's report, the Tension Patrol is a 

"very important" part of the Community Relations Division: 

A very important part of the Community Relations 
Sections is 'Tension Patrol.' These patrols are 
aimed at areas in the City which in the past have 
demonstrated a tendency toward complicated law 
enforcement problems. Tension Patrol is involved 
in investigations of disturbances that present 
problems that often affect the police and the 
community. These investigations are confidential. 
Many community problems and complaints of police 
misconduct are brought to the attention of the 
Community Relations Section. Sometimes because 
the citizens may be ignorant of the policeman's 
duties and responsibilities, a mere explanation 
may resolve the misunderstanding between citizens 
and police. 
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CRC is concerned about the Tension Patrol for three 

reasons. First, by its own admission, investigations are 

confidential. Strict precautions and guidelines must, therefore, 

be employed to insure a citizen's Constitutional right to privacy. 

The Tension Patrol must proceed with extreme caution in this 

area, taking care that it, itself, does not violate the law. 

Second, again in the Police Department's own words, it is 

stated that sometimes a "mere explanation" is enough to resolve 

a misunderstanding. True, but CRC has seen, all too often, 

many citizens still seething with rage upon feeling themselves 

victims of police misconduct who instead of getting what they 

feel would be just redress, receive a "mere explanation." 

CRC again would advise the Police Department not to under

estimate the depth of citizen's feelings. Many times, more 

is needed than explanations. 

Finally, although the Tension Patrol has great potential 

for accomplishing enormous improvements, CRC's Community 

Division staff members report that not all police officers 

are so intimately familiar with the Tension Patrol that they 

instantly transmit to it whatever evidence of community tension 

they may find. In order for the Tension Patrol to be truly 

effective, it must be highly visible to all the members of 

the Police Department. It should routinely provide adequate 

feedback on activities resulting from reports received from 

police officers and citizens. A permanent record of all 
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such reports should be kept to insure the accountability and 

acredibility of this vital operations. 

If the Tension Patrol receives reports of broad-based 

police actions that violate citizens' rights, such as random 

picture taking, random stopping and frisking, or checking all 

late model cars driven by young black men, all without probable 

cause or reasonable belief, it should report these illegal 

activities to the Police Commissioner himself. Other police 

actions may not be improper in themselves, but can create 

tension in certain areas under certain circumstances. These 

activities should be reported to the District Captains or to 

the head of the Tactical Division, as well as to the District 

Community Relations Sergeants. 

C. District Community Relations Sergeants 

The report from Commissioner Pomerleau describes the 

activities of the Community Relations Sergeants as follows: 

During the month of June 1968, a Community Relations 
Sergeant was assigned to each of the nine Districts. 
The District Community Relations Sergeants devote their 
time in many diversified ways in the area of Community 
Relations. They assist in stimulating and coordinating 
the activities and programs of the District Police 
Community Relations Councils and attend each of their 
meetings. The Sergeants maintain a liaison with 
community leaders, civic associations, principals of 
schools and business groups, within their District, 
in order to promote an atmosphere of cooperation 
between the public and the police. Since their inception, 
they have been instrumental in the formation of baseball 
and basketball teams, neighborhood clean-up campaigns, 
teen-age recreation centers and many other community 
projects. Each District Community Relations Sergeant 
has a Community Relations Aide to assist with District 
functions. 
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CRC Community Division staff members have observed that 

many activities of the District Community Relations Sergeants, 

while wholesome, are more involved with presenting the Police 

Department in a favorable light than with identifying and 

developing programs to correct destructive police-community 

relations. Another problem seems to be that the Community 

Relations Sergeants receive some assignments on matters that 

the District Captain apparently does not know how else to 

handle. 

Investigation of gun permits, for example, is assigned 

to one of the Community Relations District Sergeants. A 

danger exists that a Community Relations Sergeant can end 

up with a variety of unrelated duties, many of which are 

in no way connected with the furthering of good community 

relations and the elimination of community tension over police 

activities. 

Part of this problem might be solved if the District 

Community Relations Sergeants were answerable to the Director 

of the Community Relations Division instead of to the individual 

District Captain. That way the Sergeants' activities could 

be coordinated into a comprehensive City-wide effort to 

improve police-community relations. In the past, CRC has 

recommended this change. 
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On the other hand, there is some justification for 

leaving the structure as it is, since every district is 

different and has its own special kind of problems. Also, 

since a Sergeant has command status he may work more 

effectively under the District Captain. If the Police 

Department decides to continue with the present structure, 

steps must be taken to insure full liaison of the District 

Sergeants with the Police Community Relations Division. The 

District Captains must be stimulated to place their highest 

priority on good community relations. Finally, the Sergeants 

should spend 100% of their time on substantive efforts to 

promote Departmental rapport with the community. Public 

relations activities should be left primarily to the Public 

Information Office. 

D. District Police Community Relations Councils 

Each of the nine police districts has a Police Community 

Relations Council. Membership in these councils is open to 

all interested residents of the district. These councils have 

vast possibilities for helping to achieve genuine mutual respect 

between the Police Department and the total community. Unfortunately, 

much of this potential is going to waste. A recent CRC staff 

survey shows that these councils boast membership rosters ranging 

from 125 to 390 individuals. Attendence at the monthly meetings, 

however, averages only from 25 to 80 persons. A small corps 

of active members in each district council carries forth their 

organization's program of good deeds. 
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Various activities of all the councils include such 

projects as distributing Christmas baskets to the poor, 

conducting parties for area young people, giving community 

awards, holiday feeding of elderly handicapped people at 

various public housing centers, conducting tours of Police 

Headquarters for citizens, and efforts to improve local 

services. 

All of these activities are worthy humanitarian things 

to do. They do not, however, address the problem of building 

mutual respect between the police and all layers of the 

community. One council did conduct a community education 

program on juvenile crime, but projects like that are 

unusual. 

These are actually citizen councils, but many perceive 

them to be police controlled. This is because most of them 

meet in the police stations and also because much of the 

councils' leadership is assumed by the District Community 

Relations Sergeants. As a result, the members tend to 

be police-oriented people and the councils get no input 

from those citizens who may be alienated from the Police 

Department. 

Part of the councils' problem is funding, of course. But 

even without more funds, it might be possible to improve their 

effectiveness, especially since each district's Community 

Relations Sergeant has assigned to him a Police Community 
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Relations Aide under a Federally funded program administered 

by the Mayor's Office of Manpower Resources. Further assistance 

could be gained from students at the University of Maryland's 

School of Social Work who might be given a field placement 

in a Police District Community Relations Council. The 

possibility of getting independent funding, possibly under 

a grant from the Law Enforcement Assistance Administration, 

should definitely be explored. 
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POLICE CARS OR FOOT PATROL? 

The police officer walking his beat can be a reassuring presence, 

especially if he knows and understands the neighborhood. There is no 

finer ambassador for police-community relations. 

On the other hand, police cars, necessary though they may be, are 

sometimes a negative influence on a community's morale. True, it is 

good to see a police car responding to a call for help, but when a car 

just cruises around with the windows rolled up to maintain the air 

conditioning, it evokes impressions of an occupying army. Lost is the 

basic element of good police-community relations — human contact 

between the beat patrolman and the community he is attempting to serve. 

The Community Relations Commission (CRC) cannot say which is the 

most effective method of curtailing crime, patrol cars or foot patrol. 

Probably, a combination of both is ideal, but this is a judgement which 

must be left to the police professional. What CRC can say with great 

authority, however, is that a sensitive, competent police officer 

walking a beat is good for police-community relations. The officer 

on foot patrol should be seen as a basic key to the success of the 

police department. Many foot patrol officers, however, do not regard 

themselves as important at all, nor do they feel they are sufficiently 

appreciated by their fellow officers. Neiderhoffer gives the following 

15 
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apt summary of a foot patrolman's role and status in most police 

departments: 

The basic job of the police force is patrol, where most 
recruits start. The patrolman pounding his beat is the 
proletarian of the department, and like proletarians in 
most countries, accorded a very low status. His position 
has been realistically described in the 'Police Manage
ment Review,' issued by the Planning Bureau of New York 
City Police Department: 

'Yet, more than anyone else in the Department, 
the foot patrolman is prone to boredom and 
enertia. Young and initially enthusiastic 
men are often bored at a time when a proportion 
of the Force is overworked. 

The working hours of the foot patrolman, the 
recurrent bad publicity, the indifferent attitudes 
of the public, the fact that promotion and earnings 
are almost completely divorced from the performance 
of his duties, all constitute an imposing array 
of anit-motivating factors.'-*-

Recommendation 

The Baltimore Police Department should reexamine its attitudes 

toward its foot patrol officers to ensure that they receive the status 

and respect that are commensurate with their vital role. 

Arthur Neiderhoffer, Behind the Shield: The Police in Urban Society, 
(New York, Doubleday and Company, 1967, p. 61. 
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THE COMPLAINT EVALUATION BOARD 

The Complaint Evaluation Board (CEB), created by the Police 

Department in 1968 under Executive order #10621, was a response to 

increased community tension over alleged police brutality, harassment, 

and abuse. The Board was given the responsibility to evaluate 

investigations of police misconduct carried out by the Department's 

Internal Investigation Division (IID) and to submit recommendations 

concerning these investigations to the Police Commissioner. 

The members of the Complaint Evaluation Board include the 

Attorney General for the State of Maryland, the Baltimore City Solicitor, 

the States' Attorney for Baltimore City, a representative from the Legal 

Aid Bureau, the Director of the Baltimore City Community Relations 

Commission (CRC), the Executive Director for the Maryland State 

Commission on Human Relations (HRC) and a representative from the 

Baltimore City Police Department. 

The CEB functioned as a complete body until 1969 when, on the 

grounds that it was ineffective, lacked community credibility, and 

was a "rubber stamp" organization, the Director of the Community 

Relations Commission and the Exeuctive Director of the Maryland State 

Commission on Human Relations resigned. 

During the summer of 1973, the CRC received numerous calls from 

citizens, government officials and community leaders regarding a sharp 

17 
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escalation of police brutality charges. Against this background of 

increased tension, CRC's Director met with the Police Commissioner 

and with the CEB. After much careful consideration in the light of 

postive commitments from the Police Commissioner, the directors of 

the Baltimore CRC and the Maryland State HRC recommended that their 

respective commissioners authorize their return to the CEB. Although 

there was some opposition to the recommendations, both commissions felt 

that a return to the CEB would be an act of good faith. They reasoned 

that reform is accomplished not by boycotting the system, but from a 

position inside the system. 

The Directors returned to the CEB with a will to see it work. 

Their experiences, indeed the experiences of the total Board, have 

been extremely frustrating. A great deal of conscientious deliberation 

and many man-hours of hard work have been utterly wasted. 

A series of meetings (April 29th, June 28th and November 20th) 

held in 1974 to resolve these negative issues was successful in that 

it outlined the problems in specific detail and resulted in some 

trenchant recommendations to resolve them. The Police Department, 

however, failed to respond substantively to these urgent matters. 

Finally, at the December 17th meeting, the CEB adjourned to protest 

its increasing frustration at the failure of the Baltimore City Police 

Department to provide the supportive assistance necessary for it to be 

effective. 
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Reforming the CEB is a step in the right direction, but it does 

not address the present compromising situation in which the police 

investigate themselves. The CEB can only review a completed 

investigation; it does not participate in the actual fact finding. This 

is the sole responsibility of the IID. Thus the CEB cannot assess every 

problem that may exist. It is, by nature, capable only of uncovering 

obvious inconsistencies or faulty conclusions in the investigations. 

Many serious flaws, for example, failure to get testimony of a key 

witness, may never come to light under this system. 

Ideally, an independent investigation should also be conducted 

by an outside agency. That way, with two investigations to analyze, 

the CEB would be in a better position to determine what actually 

happened. It would have the benefit of hearing the Police Department's 

side via the IID probe, as well as the chance to review independent 

research into the matter. 

The possibility of a Law Enforcement Assistance Act (LEAA) funding 

for this unit could be explored. CRC, however, feels that this essential 

City service is too basic to be financed with soft money. It should 

become a top priority item in the regular City budget. 

Recommendation 

The City should support legislation to make the Complaint Evaluation 

Board a permanent statutory agency with clearly delineated authority 

and responsibility.* As a double check to the Internal Investigation 

Division's examinations of charges of police misconduct, a special 

unit should be established to conduct parallel investigations. 

*Note: As this report went to press, the Legislature passed 
SB642. It has yet to be signed by the Governor. 
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REDRESS FOR CITIZENS' 
GRIEVANCES AGAINST POLICE OFFICERS 

Conservation of the public peace is a governmental duty. Thus, 

according to the Common Law of Governmental Immunity, Baltimore City 

is not responsible for the acts or omissions of its police officers 

in the performance of their duties. Over and over again, the courts 

have upheld the Common Law of Governmental Immunity. On rare occasions, 

the Police Department has allowed itself to be sued; this, however, is 

not required by law. "We pay because it is morally right to do so," 

says Mr. William R. DeWeese, Director of Fiscal Affairs for the Balti

more Police Department, "But we are not legally liable according to 

the Law of Sovereign Immunity." One exception to this general immunity 

occurs when police vehicles, equipment <jr animals are operated in a 

negligent manner and injury results. Then, a citizen could collect 

damages for the injury done his person and his property. (Ann. Code 

of Maryland, Art. 66 1/2, Sec. 7-101; Baltimore City Ordinance No. 332, 

1973.) Two other possible statutory exceptions are: the Sundry Claims 

Board for injuries received in prisons and the Criminal Injuries Claims 

Board for victims of a crime. 

Individual police officers, on the other hand, are always civilly 

liable for abuse of authority, negligence in performance of duty, and 

for acts that are illegal. For example, an arresting officer is autho

rized to use such force as is necessary to accomplish the purpose, but 

he may use no more force than is necessary to make the arrest. If he 

uses unnecessary violence, the injured party can sue the officer in 

tort for assault and battery. He can also sue for false imprisonment, 

20 
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false arrest, malicious prosecution and wrongful death. A police 

officer is subject to criminal prosecution also. 

As in all cases, however, the State's Attorney's Office must be 

willing to prosecute and the evidence must be convincing to the jury 

or the judge. It must be proved that the act was willful and mali

cious, and beyond the scope of duty. Cases have held that bad aim 

or inexperience with firearms do not represent malice. In other 

words, unless the charges involve wanton misconduct, it is difficult 

for a police officer to be convicted of any wrong doing. 

Off-duty police officers are subject to the same law that governs 

policemen on duty. This is because all police officers have the authority 

to exercise the functions of their office in the appropriate circum

stances without regard to their duty hours. 

Louis H. Diven, Associate City Solicitor, says that: 

"Under special circumstances, claims for personal injury or 
property damage that occurred through Police Department 
action will be given consideration for payment by the Mayor 
and City Council of Baltimore. For example: 

1) If, under cover of a warrant, a door or other 
property is damaged and it subsequently develops 
that the warrant was defective or that the wrong 
property was raided, the owner of the property 
involved can file a claim for reasonable damage. 

2) If, in the apprehension of a criminal, a stray 
bullet fired from a police officer's revolver 
causes injury or property damage and there is no 
insurance or other funds to cover the medical or 
repair bills, the City will give consideration 
to reimbursing the innocent victim to the extent 
of monetary loss. Official 'Statement of Claim' 
forms can be secured through the Central Bureau 
of Investigation of the City Department of Law." 
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The problem here is twofold: 

- First, there should be a surer way for citizens 

to get compensation for wrongful acts suffered 

at the hands of police officers. 

Second, a police officer, who daily lays his life 

on the line in public service, should not be 

subject to financial ruin if he makes a bad judge

ment while attempting to render service to the 

community. 

Section 16-13 of the Public Local Laws of Baltimore City provides 

that the Police Commissioner, with the approval of the Attorney General, 

may reimburse a policeman for legal expenses incurred in any civil or 

criminal case where the policeman, "is charged with the commission of 

any wrong, in consequence of an act done in the course of his official 

duty." For this purpose, the Commissioner may expend any funds which 

he has under his jurisdiction and control. 

This law is helpful, of course, but even though the Police Depart

ment usually defends the officer, it is not invoked routinely. Three 

alternative solutions have been suggested: 

1) Liability Insurance to protect individual police 

officers against the possibility of a law suit. 

This alternative is complicated by questions of who 

would pay for the insurance, the police officer him

self or the Police Department, and the reluctance of 
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insurance companies to insure individuals in such a 

high risk occupation without charging horrendously 

expensive premiums. 

2) Abrogation of the Common Law of Governmental Immunity. 

This would enlarge the liability of cities for the 

wrongful actions of their officers. To change this 

law in Maryland would require an act of the General 

Assembly. Several states have taken such action. 

The Governmental Immunity Law has been modified or 

abrogated for all governmental functions in Alaska, 

California, New York and Pennsylvania. Governmental 

immunity with respect to police actions only, has 

been modified in Idaho, Indiana, Kentucky, Ohio, 

Oregon, Wisconsin, Florida and New Jersey. 

3) Automatic compensation in limited amounts for all 

innocent victims. 

This compensation would be available to all citizens 

whatever their income and regardless of whether or not 

the police officers were actually at fault. A police 

officer acting responsibly in the line of duty can still 

make a mistake. A system, along the lines of the 

accident compensation provisions in industry, could be 

established. This would require little or no legal 

involvement; it would not preclude the right of an 
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aggrieved citizen to seek further redress in court. 

This way, innocent victims would at least get some 

reparation. 

Recommendations 

The whole question of how citizen grievances against police 

officers should be redressed is complicated and requires extensive 

study. None of the three suggestions above may be the practical 

answer.. A study committee to explore this problem area should be 

established immediately. It could be convened by the Police 

Commissioner, the Governor, the Mayor, or the legislative branches 

at either the state or local level. It should examine the feasibility 

of insuring police officers with representatives of the insurance 

industry, the Police Department, and the legal profession. The 

City Solicitor and/or the Attorney General of Maryland should also 

be involved. 

The Committee should gather data from other states that have 

abrogated the common law and consider the desirability of such action 

in the State of Maryland. 

There is one thing which the police can do immediately, which 

would go a long way toward improving police community relations. A 

booklet detailing the ways an innocent citizen can now be reimbursed 

for damages to life and property wrought by police officers should 

be developed. This booklet should tell the citizen where to go to 

file a claim or how to institute legal action. It should receive 

wide distribution. 
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TRAINING 

Recruit Training 

The rookie begins with faith in the system. He tries 
to follow the book of rules and regulations. Then, he 
discovers that many cases have repercussions of which 
the book seems wholly ignorant... Individual inter
pretation replaces the formal authoritative dictum of 
the official book and the young policeman is an easy 
prey to cynicism. 

A good community relations training program is essential to the 

effectiveness of any police department. It is crucially important 

for today's police officer to understand that he was hired to 

protect all citizens. He should realize that good police-community 

relations are as important as the traditionally coercive law and 

order approach in fighting crime. He must be inspired to seek a 

thorough knowledge of the community resources, activities, concerns, 

problems, undercurrents and customs in every neighborhood to which 

he is assigned. 

The Baltimore Police Department is moving in this direction. 

The current training program for recruits was recently extended from 

16 to 18 weeks. This program has become increasingly more oriented 

toward the harsh realities of contemporary times. Eighty-three 

hours, or approximately two and one-half weeks out of the total 

course,are devoted to community relations. These 83 hours are 

Arthur Niederhoffer, Behind the Shield; The Police in Urban Society, 
(New York: Doubleday and Company), 1967, p. 52-53. 
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allocated as follows: 

Sociology of Law Enforcement (32 hours) 

The purpose of this unit as described in the course 

outline given to CRC by Major Charles Vanderbosch, Director 

of the Education and Training Division, is: 

... that the police trainee may gain an appreciation 
of urban culture particularly as related to the police 
officer. The course orientation focuses on social 
problems, showing how they affect and involve people 
who come in contact with the criminal justice system. 
Relationships among groups in our culture are examined 
in light of tensions created by the institutions which 
involve them. 

Practical Psychology for Police Officers (36 hours) 

The objectives of this course, as outlined by Police 

Agent Michael Fedock of the Education and Training Division 

are as follows: 

To give the officer an understanding of the 

basic concept of psychology 

To help the officer understand his own behavior 

and the behavior of other in terms of attitudes, 

motivations and perception 

To teach the officer some effective techniques 

to use in dealing with problems in human relations 

To help the officer to recognize and understand 

maladaptive behavior 
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To impress upon the officer the importance of 

functioning in a professional manner when testi

fying, interviewing, making observations and 

dealing with domestic calls for service. 

This unit is designed to provide a basic understanding 

the elementary principles of psychology and to teach to the 

officer how to apply these principles in situations and 

problems encountered in the line of duty. 

Community Relations (8 hours) 

These eight hours are divided into two sessions. One 

takes place early in the semester; the other comes later, 

after recruits have experienced street patrol. The timing 

of the community relations periods is crucial. When a new 

police officer is first exposed to street duty, his concern 

for practical efficient police tactics increases. Clearly, 

he cannot confront an armed robber by tipping his hat and 

requesting a dialogue on good citizenship. He must meet 

force with force. Yet, his idealism and sense of community 

responsibility must be preserved. Community relations 

training can help to prevent the development of a callous 

attidude toward human beings and promote basic respect for 

all the citizens the police officer is sworn to protect. 

Police Agent Godwin DeLillye, the enthusiastic coordinator 

of this unit, believes community relations training is an 

essential part of the rookie's introduction to police work. 



28 

One portion of this class involves an introduction to 

selected community resources. For several years, representa-

iives of the Community Relations Commission xjere invited to 

speak to the recruits about the work of their agency. CRC 

used this opportunity to also make some points about 

police-community relations. A description of Article 4, the 

City's anti-discrimination law, became the foundation for a 

discussion of how prejudice translates into discrimination. 

A dialogue on the elements of prejudice often followed. An 

outline of the activities of CRC's Community Division and 

the function of the Rumor Control Center led directly to 

discussions about varying citizen attitudes toward police 

officers, since a large number of calls to both of the CRC 

operations are concerned with police activities. Frequently, 

this became an occasion to review the history of police 

activity in the black community. (Ten years ago, for 

example, police were required to enforce the Maryland Trespass 

Act, an instrument of discrimination. Also, older black 

citizens still remember when policemen enforced the laws 

of segregation.) It was felt that such an overview helped 

the recruits to understand, and thus be less angered by, 

residual hostility toward police which, admittedly, is 

fading, but too often is reawakened by isolated acts of 

physical and verbal police abuse. A "Cultural Quotient" test, 

designed to expose anunfamiliarity with minority groups, was 

also given to the recruits. 
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Occasionally, CRC's presentation flopped. For the most 

part, however, it was well received; and many officers came 

up afterwards to remark that it gave them additional insight 

into the community. CRC terminated its participation in the 

program, in the summer of 1974, for two reasons. First, 

because it took staff members away from their regular pressing 

responsibilities; and secondly, because it was felt that a 

longer period of community relations training was needed before 

CRC's presentation could have maximum impact. 

This unit should be greatly expanded. Sixty hours, if 

carefully planned to dovetail with the total program, would 

not be too much. 

Sheppard Pratt Hospital Seminar (7 hours) 

This seminar is given on the grounds of Sheppard Pratt Hospital. 

* * * * * * * * * * 

Two serious flaws exist in the recruit training: 

First, the eight-hour community relations segment is insufficient, 

judging by the obvious reluctance of some officers to end discussions 

and by the equally apparent lack of interest and the flippancy that 

others display during the same sessions. 

The President's Commission on Law Enforcement and Administration 

of Justice makes the following recommendation: 

... Clearly, in the majority of police departments the 
amount of time given specifically to human relations and 
community relations must be dramatically increased. In 
any jurisdiction with a serious community relations 
problem or a substantial number of residents from minority 
groups, 60 hours of such training seems a bare minimum 
and 120 hours, highly desirable. 
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For the good of Baltimore and its citizens, the Community Relations 

Training Program needs to be expanded along the lines of the above 

recommendation. The community relations segment should be lengthened 

to 60 hours. This, added to the 71 hours already devoted to psychology 

and sociology, would yield 131 hours of human relations training. The 

Department should conduct an ongoing evaluation of the effectiveness 

of this program to determine whether or not it is adequate. 

Second, there are not enough minority and women instructors 

involved. Out of a total of 20 instructors on the training staff, 

only three are black and none are women. Since more than one-half 

of Baltimore's population is black, the addition of more black 

instructors is strongly indicated. The Department must be equally 

zealous in seeking qualified female instructors. 

In-Service Training 

Before the summer of 1974, the Police Academy had a 40-hour 

In-Service Training Program. Every policeman on the force was required 

to participate in this experience once a year. Every year the curricu

lum varied somewhat. The emphasis was shifted to meet what was con

sidered to be the most urgent police problem of the day. One year, 

a full day was devoted to illegal drug traffic. Another year, 

policemen spent eight hours reviewing citizens' rights as defined in 

Esobedo, Miranda, and other Supreme Court decisions. Once, the 

priority was crisis intervention. Refresher courses to maintain 

physical skills and technical proficiency were a basic component of 

this week-long course which also included such important subjects 
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as the newest first aid techniques; changing patterns in auto theft, 

shoplifting, and crowd control; and community relations. 

Lieutenant Michael Burnham of the Police Academy is quick to 

point out that this session is not the officers' only exposure to 

police-community relations. "All our training is for the needs of 

the community," he says; "our concern for community relations is 

interwoven through the entire curriculum. There is a special treat

ment of community relations tailored to fit the context of each area 

of instruction." 

One half-day in the in-service training program was devoted solely 

to community relations. The coordinator of this session was Professor 

Charles Cacace of the University of Maryland School of Social Work. 

Based on three filmed portrayals of negative police action, this 

session involved not only a discussion of each specific film, but 

also some general dialogue about the whole area of mutual police-com

munity respect. 

The major difficulty CRC observers noticed about this unit was 

that the class of 65 to 70 individuals was too large for good discus

sion. Smaller classes of ten or fifteen persons would have accomplished 

far more. This class was suspended during the police strike of 1974. 

Unfortunately, it has not been resumed. 

The problem with designing community relations training for 

seasoned officers is one of presenting as many important principles 

as possible without crossing the line and losing the audience. There 

is always a danger of over-kill. The phrase community relations is 
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so undefined, yet so overworked, that it has become abrasive to many 

police officers who percieve it as a concept developed by impractical 

do-gooders who have not the faintest notion of what a police officer's 

day is really like. At present, however, the Police Department seems 

to address community relations so gingerly that some persons may 

mistake caution for a lack of concern. A forthright, sustained 

emphasis on the importance of good police-community relations is 

essential. It may well be that a fresh substitute for the phrase 

community relations should be found. The old concept, however, that 

of respect for all citizens as human beings, is valid. 

There are indications that the Police Academy may be considering 

a new structure for its In-Service Training Program. Instead of one 

week once a year, there might be several day-long sessions at various 

times during the year. On February 3, 1975, the Academy began a 

one-day in-service class on juvenile problems. By June 1975, 3,500 

individuals, in groups of 35 persons, will have experienced the work

shop. CRC makes no recommendation on whether 40 consecutive hours 

once a year or several one-day workshops every year should be employed 

for in-service training. Whatever format the Police Department 

ultimately decides upon,•however, community relations should become 

a greater priority in all areas of the instructional program. Serious 

consideration should be given to reinstituting the half-day community 

relations workshop as a part of the in-service experience. 

Recommendations 

1. The 12-hour community relations unit for recruits should be 

expanded to 60 hours. CRC could assign its staff to assist 
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in the planning of this 60 hours, which should be carefully 

structured for maximum beneficial impact. 

2. More black and more female instructors should be sought. 

3. The In-Service Training Program should place more emphasis 

on community relations in every area of instruction. Repre

sentatives of the Police Community Relations Division should 

continuously play a key role in curriculum planning at the 

Police Academy. 
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NEED FOR PSYCHOLOGICAL SERVICES 

Compared to a typical urban community, the Baltimore Police Academy 

is a very tranquil place. Its setting, away from the clamour of the 

streets, is the shady campus of the old Mount Saint Agnes College. 

Yet, this comfortable environment was shattered when an angry rookie, 

just three days away from completing his training, pulled a gun on one 

of his fellow officers. 

* * * * 

Major Charles Vanderbosch, Director of the Baltimore Police 

Department's training academy, admits that the Baltimore Police 

Department does not screen its prospective police officers for 

potentially dangerous psychological flaws. "We are not geared to 

screening out people; only very overt acts which come to our 

attention can be dealt with in this process," he commented to a 

Community Relations Commission (CRC) staff member last year. 

This serious deficiency, which exists not only in Baltimore, but 

also in police departments in many other American cities, has caused 

considerable nation-wide concern. 

Commenting on the recruiting process in most of the nation's 

police departments, Donald McNamara, a professor at the John Jay College 

of Criminal Justice at the State University of New York, says that the 

screening process in most police departments does not delve deeply into 

an applicant's mental health. For the most part, police departments 
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seem primarily interested in an applicant's height, weight, general 

health, physical coordination, etc. 

This recruitment process ...is not only inadequate to 
identify or screen out those who are neurotic, eccentric, 
insecure, immature and unsure, but even inadequate to 
screen out those with psychoses. 

We have used psychological tests on policemen attending 
our police science program ...Interpretations of our 
test results by qualified psychiatrists indicated that 
some of these men should be institutionalized; they 
were not only dangerous to others, but even dangerous 
to themselves. Further indications of this are the high 
alcoholism rate and the disproportionately high suicide 
rate among police officers.1 

Dr. Harvey Schlossberg, head of New York City Police Department's 

Psychological Services Unit, says: 

Policemen are men. They have the same psychological 
problems as any other similar group of men. The problems, 
however, are exacerbated by the tension which they find 
themselves under. They are in as great a need of psycho
logical services as any other similiar group of men. It 
is difficult, however, to get them to accept psychological 
help. They have been taught that they must handle their 
own problems; and if they could not, they had to be lunatics. 

Some Police Departments have begun to consider the desirability 

of psychological screening before hiring, with psychological services 

after hiring to help police officers function well in their difficult 

job. The activities of at least three police departments are noteworthy: 

Brookline, Massachusetts Police Department has instituted 

a mental health program which includes group therapy for officers 

and the development of skills necessary to deal with the mentally 

disturbed individuals they might encounter on the job. 

Violence in Contemporary American Society, Edited by Harris and Sample, 
Pennsylvania State University Press, 1967, p. 198. 
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The Los Angeles Police Department, in collaboration with 

the Los Angeles County Department of Mental Health, in May 1970, 

conducted a pilot program of familarized police sergeants with 

the early warning signs of emotional upset. 

The New York City Police Department's psychological services 

program is well known for its effectiveness. It is an integral 

part of the Police Department. It has three major functions: 

1. Screening recruits, through interviews and a battery 

of tests. 

If there is evidence to suggest that a problem 

exists, the individuals receives a personal interview 

with a member of the Police Department's Psychological 

Services Unit. Further tests and counselling are given 

if a need is indicated. This process is important for 

two reasons: 

First, it provides a growing pool of data on 

what psychological components make a good 

police officer. 

Second, it identifies psychotics and others 

with psychological problems so that these 

individuals, who could be dangerous to the public, 

the Department, or even themselves, can be isolated 

and helped. 
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2. Training police officers in how to act in such difficult 

psychological situations as confronting a gunman with 

hostages, dealing with an individual threatening suicide, 

subduing a violent mental patient, etc.* 

3. Maintaining a psychological services program for police 

officers. 

Most police officers come into this program in one of 

four ways: 

a. They are referred by Department supervisors, 

possibly because of actions taken on patrol. 

b. They are referred by the civilian Complaint 

Review Board. If an officer received three complaints 

of excessive force or if he uses his gun twice under 

questionable circumstances, he is automatically referred 

to the program. 

c. They are referred by a spouse• 

d. They seek the service as walk-ins. Most of 

the police officers come to the program in this way. 

The problems span a wide range of difficulties. The malingerer, 

the violence prone, the homosexual, the "Wyatt Earp" — all types can 

*NOTE: In June 1974, a Baltimore City Police Officer shot and killed 
an ex-mental patient who had assulted him with a lead pipe. If 
the officers involved had received broader training in how to 
handle disturbed individuals, such as is offered by the New York 
Police Department, this unfortunate incident, characterized by 
the President of the Mental Health Association of Metropolitan 
Baltimore as "police brutality of the most gross type," might 
have been averted. A life may have been saved and the Police 
Department may have been spared some damaging publicity. 
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seek help from the psychological services unit. If an individual comes 

voluntarily, his visits are kept confidential and never shared with 

any other members of the Police Department. Confidentiality is an 

important contributor to the program's strength. 

Psychiatric fees, were applicable, are paid out of a special 

fund in the Police Department to which almost 100% of the officers 

contribute. 

If an officer is ultimately referred for psychological treatment, 

this information must be given to his superiors, as he is usually not 

allowed to return to full duty until he gets full clearance .from his 

psychiatrist. 

Recommendations 

1. Psychological Testing Unit 

The Baltimore City Police Department must begin to understand 

the importance of psychological services. Testing of incoming 

officers is particularly crucial, and this would be an excellent 

starting point. Dr. Jerome Frank of the Psychology Department 

of the Johns Hopkins University School of Medicine, has indicated 

his willingness to work with other appropriate individuals to 

develop a psychological testing unit for recruits. Follow-up 

would be a basic part of this testing program. When indicated, 

appropriate counselling and treatment would be arranged. 
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Psychological Services Division 

If Baltimore had a psychological services unit comparable to 

New York's, the public, as well as the Police Department, would 

reap great benefits. Citizens would enjoy more effective police 

protection; police officers would maintain a higher degree of 

mental health; and the Department would fulfill its responsibilities 

in an atmosphere of greater stability. 

Exploration of the possibility of establishing such a unit 

as New York's here in Baltimore should begin immediately. 

Addition of Police Officer/Psychologist to the Baltimore City 

Police Force 

The Police Department should implement the training of a 

police officer/psychologist. 



X. HIRING AND RECRUITMENT 



HIRING AND RECRUITMENT 

Government in Baltimore, like everywhere else in the USA, 

is supposed to be of, by, and for all the people. This phrase 

has been on the lips of school children for years. Unfortunately, 

as it applies to the Baltimore City Police Department, it is not 

true and at the rate things are going, it will be a very long 

time before it is. Not until the Police Department, our most 

important government service, is at least 50% black at all levels, 

reflecting the Baltimore City Labor Force, will we truly have 

government by the people. Only then, will ideal police-community 

relations be within the realm of possibility in Baltimore City. 

Specific factors which combine to make this situation 

unsatisfactory include the following: 

First, only 14% of the total Police Force is 

black. 

Second, there are not enough women on the force 

either. While the Community Relations Commission 

(CRC) is not suggesting that the Police Force 

should be composed of 50% women, it is true, 

nevertheless, that the proportion of women on 

the Police Force does not nearly reflect the 

proportion of qualified women in the labor force. 

Third, the Police Department is largely run by 

40 
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whites. The Police Commissioner and the three 

deputy police commissioners are all white. In 

1974, out of a total of 586 individuals holding 

ranks above police officer, only 34 were black. 

In other words, only 6% of the higher eschelon 

jobs in the Police Department are held by 

blacks. This is a situation which will not im

prove quickly, as promotional opportunities in 

the Police Department are extremely limited. 

Fourth, the situation in Baltimore smacks 

strongly of colonialism as, in 1974, 42% of 

the Baltimore City Police Force did not live in 

Baltimore City. 

Finally, even the minimal influx of blacks 

into the Police Department is losing ground, 

and there is not immediate hope for improve

ment. Between 1967 and 1970, the percentage 

of black sworn personnel rose steadily, if 

slowly, from 6% to 12%, an average rise of 

2% per year. However, instead of increasing, 

even this slight gain is losing ground. Bet

ween 1970 and 1974, the increase slowed to 

only slightly over 1% per year. 
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Since 1971, the Baltimore Police Department has reported statistics on 

its staffing patterns to CRC. These reports are summarized in the chart 

below. 

I. Summary of Numbers Employed by the Police Department, broken 

down by race and sex, as reported to CRC: 

7/12/71 

Sworn 

Civilian 

Total 

10/3/73 

Sworn 

Civilian 

Total 

12/6/74 

Sworn 

Civilian 

Total 

TOTAL 

3468 

852 

4320 

3448 

838 

4286 

3381 

885 

4266 

WHITE 

3037 

538 

3575 

M 

2953 

134 

3087 

2863 

153 

3016 

F 

30 

383 

413 

38 

292 

431 

BLACK 

431 

313 

744 

M 

441 

18 

459 

452 

27 

479 

OTHER 

0 

0 

1 

F 

11 

302 

313 

20 

311 

331 

M 

13 

1 

14 

8 

1 

9 

F 

0 

0 

0 

0 

0 

0 

TOTAL 
BLACK 

431 

313 

744 

452 

320 

772 

472 

338 

810 

PERCENTAGE OF 
BLACK (%) 

12 

37 

17 

13 

38 

18 

14 

38 

19 
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II. Gains and Losses in Rank of Police Officer (formerly Patrolman) 

1965 

1966 

1967 

1968 

1969 

1970 

1971 

1972 

Authorized # 
of Police 
Officers (at 
Year's end) 

2654 

_ 

2681 

2681 

2796 

2776 

2756 

2812 

1. 

Actual 
Number 

2384 

-

2390 

2601 

2787 

2816 

2749 

2795 

Number of 
Vacancies 

270 

402** 

291 

80 

9 

(+40) 

7 

17 

# Lost from ranks 
of Police Officer 
(See Chart III 
for detailed 
Analysis.) 

265 

213 

252 

321 

370 

343 

355 

285 

# Gained 

110 

136 
(48 rein
stated) 

344(13)* 
(24 rein
stated) 

532(36)* 

566(44)* 

372(37)* 

336(24)* 

349(18)* 

Net 
Gain 

-

-

92 

211 

186 

29 

-19 

64 

% of 
Loss 

10 

-

9 

12 

13 

12 

13 

10 

* Cadets included in total 

** As of July 1, '66, vacancies stood at 326. They rose to a peak of 412 on Nov. 1, 
'66 and gradually declined thereafter to 282 at the close of '67. The figures in 
this column therefore capture one moment of an ongoing process. 
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III. Analysis of Losses from the rank of Police Officer - Police Department 

Resigned 
1. Regular 
2. During training 

Background Check* 
Academic failure 
Medical 
Unsatisfactory Pe 

Permitted to resign in 
lieu of Dept. charges 
Retired 
Died 
Dismissed 
Dropped -
1. District 
2. During training 

Promoted to Sergeant + 
Class, changed to 
Spec. Agent** 
Military Leave 
Leave of absence 
Total loss 
Av. mo. loss 
Gains 

1967 

80 
40 

(28) 
(11) 
(1) 

rformanc 

6 
47 
7 
3 

3 
14 
51 

1 

252 
21 
344 

1968 

88 
42 

(22) 
(12) 
(8) 

e 

20 
83 
5 
7 

8 
8 
60 

321 
26.8 
532 

1969 

101 
68 

(48) 
(12) 
(8) 

20 
70 
10 
5 

28 
10 
50 

(6) 
2 

364 
30.3 
556 

1970 

144 
34 

(19) 
(11) 
(3) 
(1) 

16 
76 
6 
2 

19 
3 
35 

(8) 

335 
28.0 
372 

1971 

145 
21 
(9) 
(3) 
(6) 
(3) 

10 
109 
10 
2 

5 
3 
46 

(48) 
3 

355 
29.6 
336 

1972 

129 
20 

(10) 
(2) 
(0) 
(8) 

5 
68 
5 
3 

6 
4 
43 

(18) 
2 

285 
23.8 
349 

Total 

711 
226 
(136) 
(52) 
(26) 
(12) 

77 
457 
44 
23 

69 
43 
287 

(80) 
8 

1946 

2545 

* Result of thorough check 
** Not a true loss, hence in ( ). 
+ This reflects the effect of attrition in other ranks on the entry-level rank; 

every such promotion opens up an entry-level slot which must be filled. 

During the period 1967 through 1972, losses in the rank of Police Officer fell 

below 300 only in the years of 1967 and 1972. Average loss was 341. Police Depart

ment hiring hit a high of 556 in 1969, resulting in a net gain for the Department in 

that year of 186 employees. The latest report, dated November 28, 1974, indicates 

the existence of 247 vacancies; the Police reported a total of 540 separations from 

the rank of Police Officer alone. Separations from other ranks bring the total to 

620. New hires totaled 300. 
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Non-whites constituted 50% of the total civilian work force 

of the Central City in 1973, and approximately 24% of the total 

work force in the Standard Metropolitan Statistical Area, con

sisting of the City and five surrounding counties. Minority 

employment in the sworn component of the Police Department, 

standing at 12% in 1970 and rising very gradually to 14% in 

November of 1974, is therefore well below the proportion at which 

blacks are represented in the work force. 

Blacks In The Higher Ranks 

In 1973 there were only 28 blacks in positions above that of 

police officer; in addition, there were four blacks who were 

classified as Police Agents. In 1974, there were 30 blacks 

above the rank of Police Officer and four blacks who were listed 

as police agents. Two blacks were promoted to the position of 

Sergeant from the rank of Police Officer, and one black was 

promoted into the rank of Chief. Otherwise the position of blacks 

in upper ranks remained static. Comparing figures for the 

position of Police Officer, it is apparent that 64 fewer positions 

were filled in 1974 than in 1973; the number of blacks rose by 

12 indicating a small net gain. 

It is unlikely that there will be any radical increase in 

the number of blacks penetrating upper ranks of the Police 

Department in the near future. Reasons for this are revealed by 

a recent report to CRC from the Civil Service Commission on 

numbers of people passing the promotional examination for Police 

Sergeant. This examination is highly competitive, as evidenced 

by the fact that of 566 people who took it, only 80 passed. 
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There were seven blacks among the 80 who passed, but only two 

of these ranked high enough to be interviewed for the position 

of Police Sergeant. Of the group which took the examination, 

approximately 20% were black. About 7% of the blacks passed; 

about 16% of the whites passed. No firm conclusion can be based 

upon results from only one examination, but the above figures 

show the difficulties facing blacks who attempt to win promotion 

in the Police Department. Not until the pool of black can

didates in the entry level position is greatly enlarged will 

there be a likelihood that many blacks will pass the Sergeants' 

examination and win promotion. 

WHAT ACCOUNTS FOR THE LOW PERCENTAGE OF MINORITY EMPLOYMENT? 

To answer this question, a great deal of background information 

is necessary. One must first learn how many jobs are available 

and how they are filled. 

In the summer of 1973, CRC staff investigated police hiring 

and recruitment methods for the purpose of making suggestions 

to the Department in the area of minority recruitment for the 

position of Police Officer. Several conversations were held with 

Major Lon F. Rowlett, Director of the Department's Personnel 

Division, who made available Police Department reports and 

statistical summaries for the years 1960 onward. In addition, 
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CRC staff members discussed problems of hiring and recruitment 

with members of the Police Department who have in the past been 

directly involved in these activities. Results of this investi

gation are summarized below. 

HOW MANY POSITIONS ARE FILLED YEARLY? The Police Department, 

in a report on recruitment and hiring procedures issued May 10, 1972 

by the Police Department Personnel Division, publicly states that 

its attrition rate is 8%. However, figures made available to 

CRC staff indicate that this estimate is conservative. A 

summary of employment statistics from 1965 to 1972 is presented 

in the following two charts. 

Chart II summarizes gains and losses in the rank of Police 

Officer, formerly titled Patrolman. Chart III gives an analysis 

of reasons for the loss. 

The above figures, therefore, indicate that the Police Depart

ment must find at least 300 qualified men per year, and in recent 

years has been under pressure to find an even larger number of 

qualified people because of the creation of new positions funded 

by federal sources, such as the Law Enforcement Assistance Act. 

HOW ARE THESE POSITIONS FILLED? By State Law, the Police 

Department uses the machinery of the Civil Service Commission in 

recruitment, hiring and promotion. Since 1960, the Police Depart

ment has kept detailed statistics on the results of the Civil 

Service examinations for the position of Police Officer and also 
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for other Police Department positions. The following chart 

summarizes pertinent statistics on the entry level test battery, 

which consists of a written examination, a physical examination, 

a background check, and an oral examination of the candidate: 
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This chart indicates that during the early 1960's, a sharp 

drop occurred in the number of people who were interested in employ

ment with the Police Department. Though 1960 was perhaps an 

unusual year, numbers of applicants dropped from levels of 

1300-1400 to under a thousand— a decline of 30%. Since 1967, 

police sources state that they have directed intensive efforts 

toward recruitment of new officers. Every component of the testing 

and recruitment process has been examined and revamped in order 

to attract a large number of possible employees and to enhance 

a candidate's chances of succeeding in the Civil Service examination. 

The Civil Service Commission normally advertises all City 

positions, including Police Department positions, in all local 

newspapers. The Police Department, in addition, pays for specially 

prepared recruitment materials consisting of flyers, brochures, 

posters, bumper stickers and the like. The Police Department 

also maintains two well-equipped recruitment vans which can be 

(and are) temporarily stationed at a wide variety of large scale 

gatherings such as street fairs, ball games, and the like. 

An eleven person recruitment squad is detailed full time to 

engage, in a comprehensive schedule of recruiting activities. 

Members of this squad maintain permanent desks at the Maryland 

State Employment Service and at the Mayor's Stations. They 

follow up street contacts, recruit in local high schools, colleges 

and community organizations, and participate in police-organized 

youth activities. They make weekly visits to First Army Head

quarters at Fort Meade, and also visit job-a-ramas and army 
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posts all over the country, particularly concentrating on Fort 

Bragg and Camp LeJeune in North Carolina. 

The Department has kept detailed records of the results of 

all recruitment efforts, and has concentrated recent efforts in 

those areas and activities which have proved the most fruitful. 

One outstanding source of recruits is the Army's program to help 

personnel who are phasing out of the service find employment. 

Members of Baltimore's Police Department Recruitment Unit spend 

a week in North Carolina every other month testing any person 

who is interested in a career with the Police Department in 

Baltimore, Major Rowlett indicated that other metropolitan areas 

are doing the same thing and commented that Baltimore's salary 

range ($8,500 to $10,732) is not nearly as competitive as that 

offered by other metropolitan areas or by suburban counties 

surrounding Baltimore. 

To complement these special efforts at recruitment, the 

Civil Service testing schedule has been designed for the maximum 

convenience of applicants. Until February 2, 1974 the test for 

Police Officer was given daily on weekday mornings at the Civil • 

Service Commission; it was also given in the evenings at one or 

another of the nine district police stations and on Saturday 

mornings at Police Headquarters. Since February 2, 1974, testing 

is done only at district stations and Police Headquarters. It 

is important to note that the test is not administered by anyone, 

but by the recruiters themselves. Members of the Police Department 

Recruitment Squad are deputized to administer and grade the test, 

which is given if only one applicant appears. As a double 
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check, the test is re-scored by Civil Service Commission personnel. 

Physical examinations are given by the Police Department and are 

also scheduled for the maximum convenience of applicants. 

Not only has scheduling of the test been designed for maximum 

flexibility, but the test itself has been modified at the request 

of the Police Department. In 1960, only 43% of candidates passed 

the Civil Service test; in 1967, the percentage of candidates 

passing had risen to 63%. 

The Police report on recruitment emphasized that steps have 

been taken to shorten the waiting period between application and 

appointment. (Civil Service positions in other city departments 

can take a year or more to fill.) Once a candidate has passed 

the written test and the physical examination, a quick or cursory 

check of the applicant's record is made in order to determine 

whether he is eligible for employment. (State law provides that 

no one convicted of a felony can be appointed as a police officer.) 

If the applicant's background appears to be acceptable following th 

cursory check, he or she can be called before the Oral Interview 

Board within days. If the candidate's oral interview is satis

factory, he or she can be hired on the spot in probationary 

status at full pay, with the understanding that his or her service 

will be terminated should information of a detrimental nature 

develop during the thorough background check. 

The candidate is placed on non-hazardous duties until a 

training class begins. Since at least 10 training classes are 
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started in the course of a year, there is allegedly never a 

long period of time to wait. Police Department statistics 

indicate that in 1970, 1971 and 1972, the number of candidates 

eliminated by the background check varied between 9 and 19. 

In addition to the above recruitment efforts, there is a 

Police Cadet Program designed to draw younger people (18-21) into 

police careers. There are approximately 59 cadet positions which 

involve non-hazardous duties such as clerical duties at Police 

Headquarters. Since the minimum age for entering as a police 

officer is 21, the police cadet entering at 18 must serve three 

years before he can take the examination for Police Officer. 

Lieutenant William H. Bowen, Assistant to the Director of 

the Personnel Division, told CRC staff on November 2, 1973, 

that the Police Department was, at that time, hiring acceptable 

candidates for entry positions at once because the sworn force 

was not at full strength. Since that time, the demands for police 

officers have increased rather than lessened so that presumably, 

as of 1974, the same situation exists. Lieutenant Bowen said 

that should a waiting list develop, City residents would be given 

preference. (The City Council Office of Financial Review reported 

that 39% of Police Department employees were non-City residents 

in January 1973; at that time, 23% of the City's total work 

force were non-City residents. In 1974, the percentage of Police 

Department employees who were non-City residents rose to 42%.) 
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Police Department authorities insisted that a primary 

aim of revised recruitment procedures was to interest qualified 

blacks. CRC staff was told that the Police Recruitment Squad 

of eleven was staffed with five blacks. Major Rowlett stated 

that this squad followed up street contacts and other individual 

referrals in the inner city, characterizing this follow up as 

"intense." 

IS THERE ANY SOLID EVIDENCE CONCERNING THE DEGREE OF SUCCESS 

WHICH THE POLICE DEPARTMENT HAS HAD IN RECRUITMENT OF BLACKS? 

Major Rowlett declined to give any breakdown of new hires by 

race, nor would he indicate how many blacks had entered the 

Police Department Academy in 1973 or in previous years, other 

than to say that the percentage of blacks in such classes varied 

from 25 to 40%. CRC staff investigators were not allowed to talk 

to present members of the Recruitment Squad. 

However, it is possible to make some deducations from 

available statistics. As previously noted, while employment of 

blacks in the Department as a whole has risen to 19%, the 

percentage of blacks who were actually sworn officers as dis

tinguished from civilian employees (such as clerks and crossing 

guards) stood slightly above 12% as of July 12, 1971 and has 

risen only to barely 14% as of November 1974— a change less 

than 2% in nearly 3 1/2 years. Between 1967 and 1970, however, 

the percentage of blacks among sworn personnel rose from 6% to 

12%— an average rise of approximately 2% per year. 
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Authorized strength of the sworn component of the Police 

Department hovers at 3400. One percent of 3400 = 34; each 

percentage point of change in numbers of blacks, therefore, implies 

hire of approximately 34 blacks, plus a sufficient additional 

number to offset any losses due to attrition. 

IS THERE ANY WAY TO ESTIMATE THE POSSIBLE RATE OF ATTRITION 

OF BLACKS? Overall rate of loss from Police Officer ranks alone 

has varied from 9% to 13% of authorized positions, averaging 

approximately 11% (See Chart II). Since Police Department 

officials admit that the rate of loss of blacks has been higher 

than the rate of loss of whites, it may be assumed that the 

attrition rate of blacks was not less than that of the police 

force as a whole. If blacks constituted 6% of the police in 

1966 - 1967, their numbers may be estimated at about 192, 

assuming the total force was somewhat smaller (by about 200 

positions) than it is today. The average attrition rate of 

11% from the rank of Police Officer would imply a yearly 

minimum loss, on the 1967 base, of at least 18 blacks. 

An intake of at least 52 blacks per year (34 + 18) must, 

therefore, be assumed to account for a 1% rise in black employment; 

intake of 86 blacks (52 + 34) must be assumed to account for a 

2% rise, using the figures for 1966 - 1967 as a conservative 

base. In the years between 1967 and 1970, intake may be presumed 

to have been at least 86 blacks per year and probably more, 

since the attrition rate of blacks is admittedly higher than that 



56 

of whites. Intake figures may actually have been in excess of 

100 blacks. 

In the years 1969 and 1970, the Police Department intake 

at entry level was reported as follows, excluding cadets and 

reinstated patrolmen: 

1967 - 307 

1968 - 496 

1969 - 512 

1970 - 335 

If an intake rate of about 100 blacks is postulated, the 

percentage of blacks among new hires could, therefore, have 

varied at a conservative estimate between 20% and 35%. To 

show a more dramatic rise, blacks would have had to capture 

50% or more of all available positions and/or reduce their rate 

of attrition. Since the rise in percentage of black employ

ment slowed from 1970 - 1974, one must ask whether the numbers 

of blacks hired have dropped or the attrition rate of blacks in 

the Department has risen. Exact information on this point is 

not available, except for the fiscal year 1974. At this time, 

the police reported that 106 blacks were separated from the 

rank of Police Officer but that only 55 were hired. Should 

this continue, the percentage of blacks in the Police Depart

ment will drop. 

TO SUPPORT AN INCREASE OF ANY MAGNITUDE IN EMPLOYMENT OF 

BLACKS, A SUFFICIENT FLOW OF INTERESTED CANDIDATES MUST BE 

AVAILABLE. Is this the case? CRC has no statistics on the 
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race of candidates prior to 1971. Since January 1, 1971, the 

Civil Service Commission has, at the request of the Community 

Relations Commission, regularly reported the numbers of candi

dates, broken down by race, who have taken the Civil Service 

examination for the positions of Police Officer and Police 

Cadet, as well as for all other City positions. In the summer 

of 1973, CRC staff learned from Major Rowlett that the number 

of candidates tested by the Civil Service Commission was only 

40% of the total applicant flow, the remaining 60% being tested 

by police officers deputized to give the test at district 

police stations and at Police Headquarters. CRC, therefore, 

requested that the Civil Service Commission submit a report on 

the people tested by the Police Department examiners as well 

as by the Civil Service Commission staff. CRC began to receive 

such reports on October 16, 1973. Between October 16, 1973 

and February 2, 1974, reports are available on numbers tested 

by both the police and the Civil Service Commission. On 

February 2, 1974, the Civil Service Commission discontinued 

testing of candidates at Civil Service headquarters. Since 

that date, the Police Department has been fully responsible for 

administering the Civil Service test. 
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The following chart summarizes the applicant flow by race 

as reported to CRC in the years listed: 

APPLICANT FLOW BY RACE 

YEAR 

1971 

1972 

1973 

1974 

TESTED AT CIVIL SERVICE COMMISSION 

TOTAL 

486 

438 

511 

56* 

BLACK 

193 

178 

191 

20 

NON B 

292 

259 

320 

36 

% BLACK 

40% 

41% 

37% 

36% 

TESTED AT POLICE STATIONS 

TOTAL 

** 

** 

222*** 

1,263 

BLACK 

85 

401 

NON. B 

137 

862 

% BLACK 

38% 

32% 

* Civil Service stopped testing for Police Officer as of 2/2/74 
** Not reported to Community Relations Commission by Civil Service Commission 
*** Reports began as of 10/16/73; time period is October 16, 1973 - December 31, 1974 

The above chart indicates that in 1971 to 1972 approximately 

40% of the candidates tested by the Civil Service Commission were 

black. In 1973, when information on candidates tested by the 

Civil Service Commission and by the Police Department became availa

ble, approximately 38% in both samples were black. In 1974, the 

percentage of black candidates dropped to about 32%. (This is, 

incidentally, the first year for which CRC has had an adequate idea 

of the racial breakdown of the total candidate flow.) 



* 

59 

A commonly held assumption that blacks do not want to join 

the Police Department is refuted by the fact that a high per

centage of blacks applied for jobs in the Police Department in 

1971 - 1972. While the percentage of blacks in the total popu

lation was close to the 50% mark in those years, the Census and 

Data Base Report #9 issued in September of 1972 by the Regional 

Planning Council of Baltimore, Maryland, indicates that approxi

mately 43% of men in the 20-34 age group eligible for police 

employment were blacks. The percentage of blacks applying for 

Police Officer positions was, therefore, rather close to the per

centage of eligible blacks in the population in 1971 - 1973. 

In 1974, the total candidate flow reported was 1,319, 

of whom 421 or approximately 32% were black. A total of 300 

were hired, 245 whites (10 of them women) and 55 blacks 

(5 of them women). About 13% of black candidates were hired; 

about 27% of white candidates were hired. As noted previously, 

numbers of blacks hired were insufficient to offset the number 

of blacks reported as separated. The hiring picture is, therefore, 

bleak, since the flow of black applicants seems to have declined 

and the rate of hire of black applicants is well below that of 

whites. 

EVALUATION OF THE EXAMINATION PROCESS AS IT AFFECTS BLACKS: 

The Community Relations Commission's staff concluded that blacks 

were being eliminated in disproportionate numbers in the Police 

Department's hiring process and informally recommended that the 
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Police Department break down its statistics according to race 

(and sex) at each stage of the examination process in order 

to pinpoint the stage or stages at which blacks were being 

eliminated in disproportionate numbers. Police Department 

officials were reluctant to commit themselves to this pro

ject. 

Following are some comments on the various stages of the 

Police Department examination process, based upon CRC staff's 

experience with other agencies which might be applicable to the 

Police Department as well: 

1) Recruitment Procedures 

Some Police Department personnel who were interviewed 

felt that the recruitment pitch is not adequately designed 

to overcome the reluctance that many young blacks may 

feel to identify themselves with an Agency regarded by 

the community as less the protector than the per

secutor of the black minority. CRC figures on candi

date flow, however, indicate an unexpectedly high 

degree of interest by blacks in employment with the 

Police Department. 

Prior to 1974, the flow of black candidates were numeri

cally sufficient to sustain a steady increase in black 

employment, provided that the attrition rate of blacks 

was no higher than that of whites. The fact that the 

percentage of black candidates showed a rather sharp 
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drop in 1974 requires investigation and explanation. 

It may or may not be indicative of a trend. Such a 

trend would adversely affect prospects of increasing 

employment of blacks as police officers. 

Staff considered the possibility that the percentage of 

blacks preferring to test at Civil Service Headquarters 

might be somewhat higher than the percentage of blacks 

in the candidate group testing at police stations. 

Evidence on this point is inconclusive since CRC has 

statistics for the makeup of both candidate groups only 

for a 3 1/2 month period at the close of 1973 and the 

beginning of 1974. The percentage of blacks in each 

test group for this 3 1/2 month period was as follows: 

39% in the Civil Service group, nearly 37% in the police 

group. Though the Civil Service Commission had the edge 

in this period of time, the average percentage of blacks 

tested by the Civil Service Commission throughout the 

entire year of 1973 was somewhat more than 37%. This was 

very close to the police figure and showed a slight 

drop from 1971 and 1972 figures. In 1974, about 35% 

of the Civil Service Commission group tested in January 

was black; in contrast, 33% of the police sample from 

January was black. Of 1,237 candidates tested through 

the year 1974 by the police, 401 (or about 32%) were 

black. Whether or not the Civil Service sample would 

have continued to contain a higher percentage of blacks 

is impossible to say. 
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The following graph shows monthly fluctuations in recruit

ment figures for both the Civil Service Commission and 

the Police Department for 1973 and 1974; 

• 
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The chart graphically indicates the small number of men 

tested by the Civil Service Commission as compared with 

the numbers of men tested by the Police Department. The 

chart also shows the difference between percentages 

tested by the Civil Service Commission and the Police 

Department in the short period of overlap mentioned 

above. 

Note that it is impossible to correlate peaks of appli

cant flow with the peak percentages of blacks applying. 

The peaks of police applicant flow occurred in March of 

1974 and in July and August of the same year. The 

percentage of blacks tested by the Police Department 

peaked in May, when better than 45% of the sample 

tested was black, and declined steadily thereafter with 

only a slight upturn in October and November. It 

would be interesting to learn what factors accounted for 

the tremendous upswing in numbers tested in July and 

August. It would also be interesting to ask why black 

applicants constituted such a small percentage of that 

group. 

It would be tempting to see the year-end decline in 

black applications for the Police Department as a possible 

reaction to the police strike; however, there was 

also a year-end decline in 1973. 

Written Examination 

The second step in the examination process, following 

completion of the Civil Service application form, is 
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the written examination. One problem with any written 

test is the possibility that it might be "culturally 

biased." A culturally biased test can be an effective 

instrument of discrimination because it is a test which 

is easier for individuals of a particular group. If 

such a test is unrelated to job performance, but still 

is used to disqualify job applicants, then it is 

illegal to administer that test. Tests can be developed 

to favor any group, but an employment test is most likely 

to be biased in favor of whites. 

The push for culture free examinations is often mis

interpreted as a move toward easier examinations with 

a lowering of standards. This has never been true. 

Nothing could be more insulting to blacks, women, or 

anyone else, than the notion that they need lower 

standards in order to succeed. The concern is for 

fairness and validity, not advantage. 

Rewriting sections of this test and lowering of the 

passing score to 50 of a possible 100 (passing point 

for other agencies is 70 of a possible 100 points) 

certainly also contributed to a sharp rise in the 

percentage of persons who pass the written examination — 

71% in 1972 as compared to 43% in 1960. No infor

mation as to the race of those succeeding on the test 

was made available to CRC. Making the test easier 

across-the-board and lowering the passing rate for all 
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does not particularly benefit blacks, since a larger 

sampling of whites is also captured. CRC must warn 

that since across-the-board changes in the examination 

have not been designed to provide a culture-fair test, 

there is a very real possibility that the written Civil 

Service test is still eliminating blacks who could be 

effective police officers. Should a marked difference 

in passing percentages of blacks and whites exist -

if for example, only 20% of one group passed while 60% 

of another group passed— this would indicate a need for 

expert evaluation of the test; in short, a need for 

the technical process known as validation. Only the 

strongest business necessity could, according to EEOC 

guidelines, justify use of a test with marked disparate 

effect. 

Of more benefit to blacks in overcoming the possible 

discriminatory impact of the written examination is the 

Police Department's ongoing need to hire men to fill the 

ranks of those who leave. The fact that every qualified 

candidate is hired means that blacks are not at present 

being eliminated by disadvantageous ranking on the 

Civil Service eligibility list, as they have been at 

other times in other City agencies. 

Physical Examination 

About 20-25% of the group passing the Civil Service 

test fails the physical examination and another 10-15% 
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of the group does not report for the physical. The 

Police Department alleges that all applicants receive 

the same examination and that there are no features of 

the examination which tend to eliminate blacks. However, 

no information has been presented to prove that similar 

percentages of blacks and whites are eliminated by the 

physical examination. No attempt has been made to 

determine whether a higher proportion of blacks failed 

to report for the physical examination, or if this is 

the case, to determine what the reasons may be for the 

failure to report. 

4) Background Check; Oral Interview 

Anywhere from 12-24% of the sample fails the background 

check and/or oral examination. CRC staff members were 

told that the criteria used by the Applicant Investigation 

Unit have been modified because the Police Department is 

aware that a higher percentage of blacks may be arrested 

for minor offenses, and that arrest or conviction for 

minor offenses would not rule out acceptance for employ

ment by the department. CRC applauds this change 

since it is certainly true that historical patterns of 

discrimination have produced higher arrest figures 

for blacks. 

CRC staff was told that the Oral Examination Board 

invariably contains a black officer of the rank of 

Sergeant or Lieutenant. CRC questions as to the existence 
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of written and unwritten criteria for the evaluation 

of background and personality, however, have not been 

satisfactorily answered, nor has it been established 

that a similar percentage of blacks and whites are 

eliminated by the background check and the oral inter

view. 

5) Successful Completion of the Course at the Police Academy 

CRC staff has received no indication as to how many 

blacks and whites have entered Police Department training 

classes, though such information is in the possession 

of the Police Department; nor were police officials willing 

to indicate how many blacks and whites had been dropped 

from the Academy and for what reasons. As far as CRC 

staff is aware, no attempt has been made to correlate 

success on the written examination, success at the 

Police Academy, and success on the street as a Police 

Officer in order to determine whether success in the 

testing process predicts success in the job. 

In view of the foregoing, CRC must make a formal re

commendation that the Police Department maintain adequate 

statistics concerning percentages of whites, blacks, 

and women passing each stage of the examination process 

by which a person becomes a police officer. 

CRC staff would like to note that the low percentage of black 

people in the Police Department is not the only matter of community 

concern involved here. It is expected that the position of women 
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in the police force will become of increasing interest in the 

light of recent changes in the status of women. Traditionally, 

women have been represented on the sworn component in very 

small numbers, although substantial numbers of women, particularly 

black women, have joined the civilian force as crossing guards, 

clerical workers and the like. In 1973, the Police Department 

announced that all titles indicating the sex of staff members 

would be abolished, and that all personnel would, in the future, 

be assigned without regard to sex. Impetus for this change was 

undoubtedly the need to qualify for federal funding under the 

Law Enforcement Assistance Act. 

The intensive recruitment efforts reported to CRC have so 

far been directed primarily toward men. During a July conference 

with Community Relations Commission staff members, the Personnel 

Director of the Police Department said that the Department was 

considering review of its height and weight requirements to allow 

for the physical characteristics of women. The Department was 

leaning toward a height requirement of 5'7" on the grounds of 

"business necessity"— that a woman shorter than 5'7" would be 

handicapped in situations requiring strength, and would have 

to resort at once to the use of the police revolver. Since that 

time, the Department has established such a qualification. 

CRC recommends that the Police Department carefully re

consider its present height requirement, which discriminates 

against women, Spanish surnamed Americans and orientals. Support 
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for such action is found in Moore vs. Des Moines, Police Department 

and City of Des Moines Civil Service Commission (Paragraph 5184 

CCH) in which a minimum height and weight requirement of 5'9" 

and 149 lbs. was found by the Iowa Civil Rights Commission to 

constitute improper sex bias, eliminating 62% of men and almost 

all women. A number of other police departments throughout the 

country have eliminated height requirements. 

Recommendations 

CRC has identified the steps in the Police Department's 

hiring process as follows: 

1. Initial contact by police recruiters 

2. Completion of the Civil Service application 

3. Successful completion of the written Civil Service 

examination 

4. Physical examination 

5. Background check 

a. Cursory 

b. Thorough check 

6. Oral Interview 

7. Completion of the course at the Police Academy 

8. Completion of one year of probation 

At each step of this process applicants must meet certain 

standards. Applicants must meet height and weight requirements, 

vision requirements, be able to pass the written examination 

with a 50% score, have an acceptable police record, and have 
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personal characteristics acceptable to the members of the Oral 

Interview Board. Some of these requirements are objective and 

clearly spelled out in State law; others are administratively 

determined and subjective. CRC has noted that height and 

weight requirements administratively determined have the affect 

of eliminating a disproportionate percentage of women. There is 

some evidence that the written examination may eliminate a dis

proportionate percentage of blacks. It is the recommendation 

of CRC that all requirements for police employment be exhaustively 

reviewed to determine whether, in fact, they are job-related 

and necessary; any written tests should be validated. 

Attention should be pinpointed on any step of the process 

at which blacks and women are eliminated in disproportionate 

numbers. In order to determine this, the Police Department 

should keep statistics by race and sex on the applicant flow at 

every stage of the process in which a person becomes a police 

officer. Should it be determined by a study of this nature, for 

example, that the written test is, in fact, eliminating a 

disproportionate number of blacks, and should a validity study 

fail to sustain the value of this particular test, other tests 

should be devised which are in fact predictive of the candidate's 

success in the job. 
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SUMMARY OF RECOMMENDATIONS 

1. The City should support legislation to place the responsibility 

for appointing the Baltimore City Police Commissioner with the 

Mayor of Baltimore City. (See Section II.) 

2. Police district boundary lines should be reexamined with 

the communities involved and be redrawn if necessary. 

(See Section III.) 

3. The Community Relations Division's sole responsibility should 

be to promote greater mutual respect between the citizens and 

the Police Department. The Community Relations Division should 

be free to conduct a continuous objective evaluation of all police 

actions to ensure that the police are doing their part to instill 

public confidence and a spirit of community cooperation with 

respect to necessary crime fighting activities. (See Section IV.) 

4. The Police Department should reevaluate Its storefront operations 

with an eye toward restructuring, expanding or terminating the 

effort, whichever would result in the greatest improvement in 

police-community relations. (See Section IV.) 

5. The Tension Patrol should be given top priority. Its activities 

should be made well-known within the Police Department. Police 

Officers should be directed to contact the Tension Patrol in all 

instances where community stability is in question. (See Section IV.) 
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6. Care should be taken to ensure that the District Community 

Relations Sergeants are working exclusively on projects to 

uncover and reduce existing community tension. (See Section IV.) 

7. Police Community Relations District Councils must be strengthened 

with additional staff, independent funding, and effective programs 

to attract elements of the community. (See Section IV.) 

8. The top administration of the Police Department should spare no 

effort to ensure that the Police Community Relations Division has 

the total Department's fullest support and maximum prestige among 

police officers, all of whom should be thoroughly familiar with 

this Division's goals and programs. (See Section IV.) 

9. The Baltimore Police Department should reexamine Departmental 

attitudes toward its foot patrolmen, to assure that they 

receive the status and respect commensurate with their vital 

role. (See Section V.) 

10. The City should support legislation to make the Complaint 

Evaluation Board a permanent statutory agency with clearly 

delineated authority and responsibility. (See Section VI.) 

11. As a double check to the Internal Investigation Division's 

examinations of charges of police misconduct, a special unit 

should be established to conduct paralled investigations. 

(See Section VI.) 



74 

The Police Department should develop a booklet detailing the 

ways in which an innocent citizen can be reimbursed for damages 

to life and property wrought by police officers. This booklet 

should receive wide distribution. (See Section VII.) 

A committee should be convened to examine how citizen grievances 

against police officers can be redressed. This committee should 

explore the feasibility of insuring police officers with repre

sentatives of the insurance industry, the Police Department and 

the legal profession. The committee should consider the desira

bility of abrogating the Common Law of Governmental Immunity in 

the State of Maryland. (See Section VII.) 

The 12-hour period of community relations training for recruits 

should be expanded to 60 hours, which should be carefully 

structured for maximum beneficial impact. (See Section VIII.) 

More black and more female instructors should be sought for 

the Police Academy. (See Section VIII.) 

The Police Department's In-Service Training Program should 

place more emphasis on community relations in every area of 

instruction. Representatives of the Police Community Relations 

Division should continuously play a key role in curriculum 

planning at the Police Academy. (See Section VIII.) 

The Baltimore City Police Department should develop a 

psychological testing unit for prospective police officers. 

(See Section IX.) 
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18. A psychological services unit, comparable to the one in New 

York City, should be established in Baltimore for current 

police officers. The Baltimore City Police Department should 

begin to seriously exlore this possibility. (See Section IX.) 

19. All requirements for police employment should be exhaustively 

reviewed to determine whether, in fact, they are job related 

and necessary; all tests should be validated. (See Section X.) 

20. The Police Department should maintain statistics by race and 

sex on the applicant flow at each stage of the examination 

process in order to pinpoint the stage or stages at which 

blacks and women are being eliminated in disporportionate 

numbers. Should it be determined by a study of this nature 

that a portion of the test is, in fact, eliminating a dispro

portionate number of blacks and/or women, and should a validity 

study fail to sustain the value of this particular test, other 

tests should be devised which are, in fact, predictive of the 

candidates success in the job. (See Section X.) 
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