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Executive Summary 
Ergometrics was contracted by the City of San Francisco to conduct a job analysis for the rank of 
Sergeant (Q‐50) within the San Francisco Police Department (SFPD). The information collected in 
the job analysis will be used to inform upcoming promotional test development to ensure that 
test components are relevant to job duties and tasks. Ergometrics worked closely with the SFPD 
to complete the project.   

Ergometrics  began  the  process  by  conducting  a  thorough  document  review  of  previous  job 
analyses for the rank of Sergeant to identify existing tasks and knowledge, skills, abilities, and 
other  characteristics  (KSAOs)  for  the  rank.  Based  on  the  information  collected,  Ergometrics 
created draft task and KSAO lists to review with incumbents at the rank of Sergeant or higher. 
Ergometrics also participated in job observations and focus group interviews to gain additional 
information  about  the  rank.  After  revising  the  initial  lists  based  on  the  job  observations, 
Ergometrics reviewed the lists with SFPD subject matter experts (SMEs) and made modifications 
to  the  tasks  and KSAOs based on  the  SMEs’  input. Once  the  lists were  finalized,  Ergometrics 
developed  and  distributed  online  job  analysis  surveys  to  the  incumbents.  A  total  of  450 
incumbents at the rank of Sergeant or higher were provided the opportunity to participate in the 
data  collection.  After  collecting  the  job  analysis  ratings,  Ergometrics  analyzed  the  data  and 
developed  a  final  job  analysis  report  for    the  rank of  sergeant  documenting  the process  and 
results.   

This process took approximately four months to complete and will form the basis of the content 
validation for the exam plans for the upcoming promotional testing processes.  The job analysis 
process conforms to legal and professional standards for test validation, including the Uniform 
Guidelines on Employee Selection Procedures established by the Equal Employment Opportunity 
Commission,  the  Principles  for  the  Validation  and  Use  of  Personnel  Selection  Procedures 
established  by  the  Society  of  Industrial  and  Organizational  Psychology,  and  the  guidelines 
established by the Office of Federal Contract Compliance.   

 

Section 

1 

429



 

Copyright Ergometrics & Applied Personnel Research, Inc. 2020  4

SFPD Q50 Sergeant Job Analysis 
2020 
A job analysis is the in‐depth study of a given job to determine the duties and specific tasks that 
employees  in  that  position  perform,  as well  as  the  requisite  competencies.  Results  from  job 
analysis  studies  often  yield  job  descriptions  and  lists  of  knowledge,  skills,  abilities  and  other 
attributes that may be required of individuals who perform the job being studied. For the current 
SFPD Sergeant’s promotional process, a new job analysis study was completed and was used to 
identify the KSAs and behaviors that serve as the foundation of the testing process. 

 

The following sections present lists of the tasks, knowledge areas, and abilities relevant to the 
Q050 Sergeant position. This information collected was categorized into several different areas. 
These areas include: 

 

Job Analysis Area Description 
1. Tasks Specific pieces of work assigned or done as part of one's job.   
2. Duties A consolidated list of major task areas performed on the job.  
3. KSAOs Knowledge, skills, abilities and other personal characteristic, including behaviors 

(KSAOs) identified as important for successful completion of the critical tasks. 
4. KSAO Dimensions A consolidated list of major knowledge, skills, abilities, and other characteristics 

(KSAOs) needed to perform all the necessary job tasks.   
  

Section 

2 
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 Table 1 
Job Duties 

Job Duty Brief Definition 

Supervising Field Incidents, Crime 
Scenes or Special Events 

Coordinating activity, evaluates crime scene, utilizes and directs 
resources, gathering information, providing assistance, and supervising 
subordinates as necessary.   

Monitoring, Directing, Evaluating, 
Coaching and Training Subordinate 
Personnel 

Ensures work is completed and work standards are met. Engages in 
performance-management activities (e.g., identifying performance 
deficiencies, providing subordinate counseling, etc.).  

Reviewing Documents and 
Preparing Routine Paperwork 

Prepares, reviews, and critiques reports for departmental use, takes 
notes and statements, and maintains pertinent records and files. 

Interacting With SFPD Members, 
Other City Departments and Law 
Enforcement Agencies 

Provides notifications to departments, interacts with outside law 
enforcement agencies, establishes contact with other City agencies.  

Performing Routine Law 
Enforcement and Operations Duties 

Perform functions required of all sworn officers, advises and receive 
information from citizens, presents information to community groups, 
maintains knowledge of district. 

Surveillance and Search Operations; 
Obtaining and Serving Arrest and 
Search Warrants 

Executes surveillance operations, coordinates searches, requests court 
orders and warrants. 

Collecting, Processing and Securing 
Physical Evidence 

Ensures evidence is seized, processed, and remains in unbroken chain 
of custody, requests lab analysis, determines if impounded property can 
be returned to victim.  

Interacting with Victims, Witnesses, 
and Suspects During Investigations 

Conducts interview with witnesses and victims, follows-up on the status 
of case, documents interview information.   

Follow-Up Investigation, Case 
Management, and Prosecution 

Reviews and prioritizes cases, executes investigations, evaluates 
evidences, provides court testimony.  
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Table 2 

List of Tasks 
 Tasks 

Supervising Field Incidents, Crime Scenes or Special Events 
1. Monitor the radio and assess an incident or event (e.g., criticality, experience of responding officers, potential for 

escalation, need for Sergeant to respond, etc.).  
2. Respond to and/or direct additional units or resources to the scene if necessary.  
3. Evaluate crime scene, incident, or event by assessing factors such as; crowd size and demeanor, location of victims, 

witnesses, and suspects, injuries and property damage, risk of escalation, political sensitivity or newsworthiness, nature 
of crime, availability of  resources. 

4. Establish control and attempt to stabilize/secure crime scene, incident or event; create and maintain perimeters; control 
traffic and crowds; set up command post if required.  

5. Effectively utilize resources by requesting additional personnel, health and safety assets (e.g., Emergency Medical 
Services (EMS), HazMat), specialized units (e.g., Tactical (TAC), Hondas) and support from other agencies or city 
departments (e.g., Metropolitan Transit Authority (MTA), Department of Public Health (DPH)).  

6. Minimize risk to officers by appropriate positioning of personnel, establishing safe avenues of approach and exit, 
developing relief schedules and ensuring that adequate equipment and supplies (e.g., riot gear, emergency lighting, 
food/water) are available.  

7. Ensure effective communications at crime scene, incident or event: brief others at the scene, such as Media Relations 
officer, superiors, or representatives from other departments; request periodic updates from subordinates; notify 
Operations Bureau, Department Operations Center (DOC), Lieutenant, and/or Captain when appropriate. 

8. Protect the integrity of the investigation at crime scenes: direct the collection/preservation of evidence (e.g., shell 
casings, photographs); ensure that victims, witnesses, and suspects are compartmentalized and interviewed when 
appropriate; supervise area searches and authorize arrests of suspects. 

9. Direct the termination of on-scene operations: account for members and equipment; release officers and other 
personnel when appropriate; order the collection of equipment (e.g., barricades).  

10. Ensure proper documentation (e.g., incident report, supplemental reports, evidence logs; use of force logs; juvenile log) 
after the termination of on-scene operations, and body worn camera procedures are followed.  

11. Assist Lieutenant in reviewing actions taken during incident for future planning and training.  
12. Evaluate vehicle pursuits: monitor radio traffic; cancel or authorize the pursuit itself, as well as the number of units 

participating; authorize tactics (e.g., spike strips); respond to termination point as necessary.  
13. Manage calls for service; redirect officers from lower to higher priority calls, request support from other units/districts, 

etc.  
14. Ensures scene is secure; obtains public safety statement; manage the scene of officer-involved shootings.  

Monitoring, Directing, Evaluating, Coaching and Training Subordinate Personnel 
15. Monitor all aspects of subordinate work, including search and seizure, arrests and detention, crime prevention and 

detection, for adherence to legal guidelines and department policies, procedures and directives, etc.  
16. Serve in an acting capacity in the absence of the Lieutenant to ensure continuity in supervision and operations.  
17. Promote general health and safety; direct officers to take proper precautions while performing their duties, detect 

environmental hazards or unsafe practices, ensure appropriate tools and safety equipment are available.  
18. Assign tasks or projects to subordinates consistent with their assignment, experience and/or abilities; provide guidance 

to officers regarding effective methods or approaches, especially when an officer is unfamiliar with a task; authorize 
alternate methods when appropriate. 

19. Determine and authorize arrest charges based on information provided by officer and legal criteria.  
20. Acquire and maintain knowledge of subordinate qualifications, abilities, and deficiencies; observe officers in the field to 

monitor their performance, review and update Performance Improvement Program (PIP) files and other documentation.  
21. Meet with subordinates to develop and implement plans for a specific project, event, or activity.  
22. When assigned to Investigations or specialized unit, confer with patrol Sergeants and Officers to answer questions or 

provide guidance, clarify details in initial report, obtain additional information, and make appropriate corrections.  
23. Provide training to officers regarding General Orders, Operations Bureau Orders, Bulletins and other departmental 

directives to ensure understanding and compliance with policies and procedures, informally and in formal 
presentations, when appropriate.  

24. Monitor subordinate time and attendance, including appropriate use of overtime.  
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 Tasks 
25. Formally evaluate officers’ performance after reviewing materials such as officers’ PIP binders, Computer Aided 

Dispatch (CAD)/activity summaries, Sick Pay (SP) usage, Early Intervention System (EIS), personal observations, and 
disciplinary history. 

26. Counsel subordinates to identify problems and correct performance, and if necessary, formulate corrective measures; 
provide feedback and guidance and refer subordinates to resources such as the Behavioral Science Unit (BSU) when 
they are experiencing personal difficulties. 

27. Document counseling sessions with subordinates in a memorandum, to establish a formal, written account of the 
session and to note the performance problems (e.g., unnecessary delay in report writing, misuse of radio) file 
memorandum in PIP binder, along with correspondence and documentation (e.g. letter from citizen, accident report). 

28. Investigate and document performance problem (e.g. absence from range or failure to appear in court) and refer 
through chain of command for investigation.  

29. Monitor subordinates’ performance as follow-up to counseling sessions to determine if performance is improving and 
intervene with additional sessions if necessary.  

30. Make verbal or written reports to superior officers and other sergeants regarding subordinates performance.  
31. Conduct preliminary investigation into potential officer misconduct (e.g., citizen complaint, failure to appear in court, at 

the range, etc.); summarize preliminary findings in reports to commanding officer(s).  
32. Document in a memo to the Captain the actions of subordinates which demonstrate special initiative, a job well done or 

exhibited extra effort.  
33. Investigate accident or injury involving a police officer by interviewing the officer and witnesses and reviewing work 

status reports and/or traffic reports, in order to complete a supervisory investigation report.  
34. Conduct an investigation when injury occurs to a suspect, when appropriate, as a result of the use of force by ensuring 

that witnesses are interviewed, reviewing body worn camera footage, and by observing the scene in order to determine 
if officer’s use of force was reasonable and appropriate. 

Reviewing Documents and Preparing Routine Paperwork 
35. Complete and/or supervise the completion of initial and/or supplemental incident reports to document or clarify details 

of incident, elements for arrest, warrant issuance, warrant refusal, and case closure.  
36. Review incident reports for accuracy, consistency, and completeness; direct corrections or request supplemental 

reports when appropriate.  
37. Complete industrial injury or accident forms by gathering information about officer injuries, property damage and 

accident descriptions to formally document the occurrence.  
38. Complete forms to document actions by subordinates (e.g., Use of Force Log, Vehicle Pursuit Summary form, Juvenile 

Detention Logs).  
39. Prepare documents for submission to the District Attorney’s Office (e.g., warrant and court protective order requests, 

written documentation of evidence obtained after discovery).  
40. Complete Chronological Record of Investigation to document case investigation and to maintain detailed written 

chronological record of investigative activities and findings.  
41. Prepare complete case file with items such as re-booking sheets, criminal histories of all involved parties, including all 

transcripts, recordings of interviews, body worn camera footage, and photographs, prior to meeting with District 
Attorney.  

42. Write Critical Reach Bulletins and Crime Alerts, to formally notify other Department members or outside agencies of 
important information.  

Interacting With SFPD Members, Other City Departments and Law Enforcement Agencies 
43. Receive briefing from off-going supervisor regarding current status and actions of personnel, equipment and recent or 

ongoing activities; provide briefing to relieving supervisor.  
44. Notify other departments of serious health and safety issues detected in District (e.g., major code violations; traffic 

hazards).  
45. Notify district station of the need for additional patrols of specified areas when called for by unusual circumstances 

(e.g., crime series); notify other stations of ongoing events or activities which could impact their district (e.g., mobile 
demonstration). 

46. Present documentation of crime patterns, such as a synopsis of crimes and suspect descriptions to the Lieutenant to 
gain approval for proactive enforcement activities and plans.  

47. Establish contacts and networks with other City agencies to obtain support and coordinate activities (e.g., MTA, DPH, 
Adult/Juvenile Probation).  
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 Tasks 
48. Coordinate enforcement activities or event management with other bureaus, districts, or units within the department; 

alert Departmental personnel and other agencies of specific crime information by preparing teletype, wanted bulletin 
requests, Critical Reach bulletins. 

49. Interact with outside law enforcement agencies (e.g., FBI, DEA, CHP, ATFE, Homeland Security, other jurisdictions, 
etc.), with appropriate Bureau approval, to exchange information such as suspects and/or case investigations, 
coordinate enforcement activities, and refer cases under their jurisdiction. 

50. Confer with arresting officers and their supervisors to clarify details in initial report, obtain additional information, and/or 
to provide explanation of district attorney’s decision regarding prosecution.  

51. Provide briefings to lieutenant regarding status of cases, special projects or events.  
Performing Routine Law Enforcement and Operations Duties 

52. Perform functions required of all sworn officers, (e.g., qualify at the range, patrol district, operate police vehicle, perform 
Bus Inspection Programs (BIPs) issue citations, conduct searches, make arrests).  

53. Attend watch line-up to obtain verbal reports from Lieutenant regarding staffing levels, events or activities in the district, 
enforcement priorities, and shift activities; prepare for shift accordingly.  

54. Advise citizen of procedures for submitting citizens’ complaints and accept citizens’ complaints of possible officer 
misconduct.  

55. Receive information from citizens regarding criminal activity or community needs via person, telephone, 
correspondence, or email; respond to questions and requests for information and providing referrals to others when 
appropriate.  

56. Present information at community meetings, boards, and/or commissions and assist community members in 
formulating crime prevention and other programs.  

57. Develop programs/presentations to provide police-related information to citizens, business and civic groups and 
establish cooperative relations.  

58. Maintain knowledge of district (e.g., types of businesses, schools, high crime areas, topology, traffic, etc.) in order to 
plan enforcement activities and inform subordinate personnel.  

59. Continuously enhance one’s knowledge and abilities by participating in internal and external training or attending 
seminars and keeping current on legal trends and initiatives in professional law enforcement.  

60. Read Department memorandum/information (e.g., General Orders (DGOs), Operations Orders, teletypes, written 
directives, Critical Reach Bulletins, etc.) to update knowledge of Department procedures.  

Surveillance and Search Operations; Obtaining and Serving Arrest and Search Warrants 
61. Plan and/or participate in undercover or surveillance operation by evaluating type, size and scope of operation and 

identifying required personnel and resources.  
62. Operate recording equipment, to detect and record criminal activity.  
63. Coordinate searches for missing persons by making and following up on assignments to complete search requirements 

outlined in DGOs.  
64. Plan for arrest and/or search warrants by determining the number and type of officers to assist in the operation and 

obtaining required personnel for successful operations.  
65. Request court orders/warrants to obtain phone records, call tracing, bank and credit card records to further an 

investigation; coordinate the collection and preservation of evidence.  
66. Confer with the District Attorney and obtain judge’s approval of an arrest or search warrant by presenting a complete 

warrant package.  
67. Brief officers participating in search warrant regarding the scope of the warrant (e.g., location, items sought, etc.) to 

facilitate a safe and legal service of warrant and search and seizure operation.  
68. Serve arrest and search warrants following a designated plan to locate property, evidence or persons.  
69. Ensure personnel wears and activates body worn cameras during the service of search/arrest warrants. 

Collecting, Processing and Securing Physical Evidence 
70. Ensure that evidence obtained at crime scene, from suspects, through warrants or other sources (e.g., DNA collection; 

fingerprints) is seized, entered in evidence log and processed, and remains in an unbroken chain of custody.  
71. Request laboratory analysis (e.g., Gun Shot Residue (GSR), narcotics results, toxicology screen, DNA, etc.) by 

completing applicable forms or directing others to do so; review results of laboratory tests to determine if evidence 
supports case.  

72. Decide to retain, release, or destroy booked property (including vehicles) based on its value to the prosecution of a 
case.  
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 Tasks 
73. Determine if impounded property may be returned to a suspect weighing such factors as, ownership and/or public 

safety, conferring with Prosecution and/or Legal Division staff when appropriate.  
74. Retrieve evidence from narcotics lab, crime lab, property, photo lab, etc. for transportation to court and presentation.  
75. Notify other Investigative details of firearms held in custody which might be related to other criminal cases under 

investigation.  
76. Ensure checks are run on booked property to determine proper owner and if it has been reported stolen.  

Interacting with Victims, Witnesses, and Suspects During Investigations 
77. Determine location of victims, witnesses, and suspects during the course of an investigation so that they can be readily 

contacted when needed (e.g., for further questioning, identification of suspects, court appearances).  
78. Conduct preliminary or follow-up interviews of victims, witnesses, and suspects, in person or by telephone, to 

corroborate details and obtain information regarding a crime or incident.  
79. Establish rapport with victims, witnesses, and suspects and assess their mental and physical state prior to interviewing 

to determine if a statement can be obtained.  
80. Interview victims and witnesses, to assess credibility and emotional state, to determine their willingness and ability to 

express themselves clearly, and to provide court testimony.  
81. Document interview information by recording devices or by written statement.  
82. Ensure that suspects are given legally required admonitions (e.g., Beheler Admonition, Miranda Rights) prior to 

interview.  
83. Foster sustained working relationships with victims and witnesses by demonstrating courtesy and concern in order to 

ensure their continued cooperation through the development and prosecution of cases.  
84. Follow up with victims to communicate the status of ongoing criminal cases; explain the decisions of the District 

Attorney’s Office and explain changes in charges, plea bargains, or dropped charges.  
85. Arrange for witnesses to receive protection, transportation, housing, funds, etc. before and/or after providing testimony 

or refer them to special services for assistance (e.g., Family Violence Project); advise victims regarding how to obtain 
restraining order when appropriate. 

86. Provide transportation for victims to law enforcement offices, medical facilities when necessary for interviewing, 
booking, testimony, testing or treatment.  

Follow-Up Investigation, Case Management, and Prosecution 
87. Review cases by reading incident report and related documents; determine if all necessary elements are present, 

decide if evidence has been lawfully seized and has a documented chain of custody, and evaluate the likelihood that 
the case can be solved and prosecuted. 

88. Prioritize assigned cases and investigative activities by considering factors such as severity of crime, time constraints, 
and previous commitments.  

89. Develop investigations plan to identify or locate victims, witnesses, or suspects (e.g., checking CAD printouts, DMV 
records, criminal history) and collect evidence; determine if personnel and equipment resources required to conduct the 
investigation.  

90. Develop new investigative leads by interviewing potential witnesses and collecting information or tips on criminal 
activity from informants, by phone or in person, in order to pursue a case.  

91. Compare evidence and statements supplied by victims, witnesses and suspects to identify consistencies and/or 
discrepancies.  

92. Evaluate information supplied by informants to determine its value to the case and document informant’s past history 
and results obtained from past information provided to establish his or her reliability.  

93. Obtain background information such as criminal history and prior police contacts on victims, witnesses, suspects, and 
informants by querying California Law Enforcement Telecommunications System (CLETS), National Crime Information 
Center (NCIC) and other local, state, and federal computer networks to assess their credibility and reliability. 

94. Request prior incident reports, request 911 recordings, and access CAD reports to corroborate incident report, 
reconstruct sequence of events, and gather additional information.  

95. Determine if persons in custody are wanted or missing by comparing their personal information with listings in bulletins 
and other sources of information.  

96. Coordinate and administer line-ups and photo spreads: identify individuals closely resembling suspect, obtain photos, 
and admonish witnesses and victims in accordance with department policies.  

97. Attach tracking devices to suspect vehicles for investigative purposes.  
98. Arrange for press releases and/or composite drawings to solicit information and tips, and disburse them through the 

media and other sources to ask the public’s help in providing tips and locating wanted persons or missing property.  
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 Tasks 
99. Schedule and coordinate administration of tests done on suspects(e.g., blood test, DNA tests, GSR tests, sketch artist, 

etc.).  
100. Confer with District Attorney to obtain specific legal guidance in areas such as arrest and search warrant criteria, lawful 

seizure of evidence, setting of bail, development of case prosecution strategy.  
101. File request to keep a search warrant (e.g., tracking device, wiretap) confidential and under seal when there is reason 

to believe that the suspect may be a flight risk.  
102. Interact with Parole Officers to discuss arrests and gather background information for uses such as using the parolee 

as an informant, or revoking parole.  
103. Present case orally to re-booking District Attorney by providing a clear, concise synopsis of case to facilitate the district 

attorney’s understanding of case facts.  
104. Prepare for testimony in court by reviewing the case file, notes, physical evidence and anticipated lines of questioning 

and/or meeting with prosecuting attorney when requested prior to testimony.  
105. Provide testimony at parole hearing regarding potential release of parolee or revocation of parole.  
106. Persuasively and accurately testify in court or give statements or depositions related to criminal, civil, or administrative 

cases.  
107. Assist District Attorney during trial by providing supplemental information, such as clarification of data, to facilitate case 

prosecution.  
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Table 3 
KSAO Dimensions 

Knowledge Domains Brief Definition 

Knowledge of Arrest, Detention, and 
Booking  

Knowledge of: legal requirements (e.g. elements of crime) and procedures 
regarding arrest, detention and transportation of suspects. 

Knowledge of Evidence and Property 
Search, Seizure, and Processing 

Knowledge of: what constitutes evidence for particular crimes; what 
constitutes physical evidence and when and how evidence should be 
collected. 

Knowledge of Investigative Interviews 
and Related Guidelines and Methods 

Knowledge of: Miranda Admonition and when it needs to be given; legal 
rights of suspects and prisoners; guidelines and methods for documenting 
interviews and interrogations. 

Knowledge of Investigative 
Operations and Methods 

Knowledge of: procedures to follow in domestic violence, elder abuse, and 
child abuse situations, as outlined in DGOs, bulletins, and the Penal Code; 
procedures and requirements related to searches for missing persons. 

Knowledge of Resources and 
Logistics Management  

Knowledge of: guidelines, regulations and procedures for emergency 
response and pursuit driving as prescribed by Department policies and 
procedures and the Vehicle Code; radio operations, codes and procedures 
(low band and PlC); what constitutes critical incidents, procedures for 
handling and notification requirements. 

Knowledge of Supervisory Principles 
and Practices  

Knowledge of: officer safety principles and procedures; the appropriate use 
of force, restraint and physical control techniques as stated in DGOs and 
bulletins; procedures for investigating and reporting officers’ use of force. 

 
 

Ability Domains Brief Definition 

Ability to Supervise Subordinate 
Personnel 

Ability to: recognize when subordinates’ actions are not in compliance with 
laws, orders, policies, and procedures (e.g., use of force, arrest powers, 
time and attendance).

Ability to Effectively and Ethically 
Deal With Others 

Ability to: maintain a professional attitude when carrying out duties and 
complying with departmental policies, even when they involve emotionally 
charged situations. 

Ability to Plan, Organize, and Manage 
Events, Incidents, and Crime Scenes 

Ability to: determine when it is appropriate for weapons to be drawn and/or 
discharged; solve problems and make decisions where there is no 
standard training or procedure, using experience and good judgment; take 
appropriate action in a crisis (e.g., in a rapidly unfolding and/or dangerous 
situation). 

Ability to Conduct Effective 
Investigations  

Ability to: calm, placate, and reassure witnesses and victims in order to 
maintain their cooperation at the scene of an incident, during the course of 
an investigation, and/or during court proceedings; recognize and pursue 
leads in an investigation until fully explored 
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Ability to Collect, Manage, and 
Analyze Information 

Ability to: prioritize tasks, issues, or problems to manage own work time 
efficiently and effectively, when conflicting demands/issues arise; apply 
provisions of laws, regulations, departmental orders and legal documents 
to clarify issues, solve problems, and answer questions on the job; identify 
and gather information from a variety of sources, including observation and 
listening, and review law enforcement information resources 

Ability to Effectively Communicate 
Orally 

Ability to: verbally explain or respond to questions from others 
appropriately, giving essential facts, opinions, and/or direction, so that the 
information will be understood and accepted 

Ability to Communicate Effectively in 
Writing 

Ability to: present the sequence of events clearly in a written report; write 
clearly, concisely and accurately, using proper English grammar, spelling, 
punctuation and organization when preparing memoranda and reports 
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Table 4 
Final KSAO List 

 

KSAOs
Knowledge of Arrest, Detention, and Booking 

1. Knowledge of crime definitions, distinctions, and elements as stated in state and local laws and regulations.  

2. Knowledge of the California Motor Vehicle Code and local traffic and parking regulations.  

3. Knowledge of all Department Bulletins, Department Notices, General Orders, and Manuals and how to access them.  

4. Knowledge of legal requirements (e.g. elements of crime) and procedures regarding arrest, detention and transportation of 
suspects.  

5. Knowledge of provisions related to the arrest and detention of different groups (e.g., adults and juveniles, transgender/ non-binary, 
limited English proficiency (LEP), mentally and/or physically disabled, individuals under the influence, and those on probation or 
parole). 

6. Knowledge of procedures for notifying and acquiring information from other agencies or departmental units pursuant to an arrest 
(e.g., when an individual is on probation or parole).  

7. Knowledge of how and when to obtain, file and serve warrants, subpoenas, Emergency Protective Orders (EPOs), and court 
orders.  

8. Knowledge of the duties and responsibilities of the station keeper, as related to prisoners, property, station security and equipment.  

9. Knowledge of the appropriate criminal charges related to the incident.  

10. Knowledge of procedures and considerations for establishing the correct criminal charge related to bail enhancements.  

11. Knowledge of re-booking policies, procedures, and time limitations.  

Knowledge of Evidence and Property Search, Seizure, and Processing 
12. Knowledge of what constitutes evidence for particular crimes.  

13. Knowledge of what constitutes physical evidence and when and how evidence should be collected.  

14. Knowledge of what properties of physical evidence can be analyzed (e.g., fingerprints, body fluids, fibers, narcotics).  

15. Knowledge of how to input and retrieve information from various databases, including information related to people, cases, 
property, vehicles, and weapons.  

16. Knowledge of the data listed in criminal and/or court records (e.g., codes, abbreviations, acronyms, numbers, etc.) and their 
interpretation and application.  

17. Knowledge of non-computerized departmental resources and records (e.g., responsible cards, EPO clipboard).  

18. Knowledge of location/types of places that people possess/conceal evidence (e.g., on person, in vehicle, in house, etc.).  

19. Knowledge of laws, regulations and procedures regarding search and seizure.  

20. Knowledge of surveillance techniques and limitations on their use.  

21. Knowledge of procedures for impounding, removal (towing), and release of police holds on vehicles.  

22. Knowledge of Department written directives regarding the processing and handling of evidence that consists of, or contains, 
hazardous materials.  

23. Knowledge of responsibilities and notification requirements of the Crime Scene Investigations (CSI) Unit.  

24. Knowledge of forms associated with evidence retrieval.  

25. Knowledge of policies and procedures for the processing and storage of property and evidence in police custody, including release 
and retention.  

26. Knowledge of policies and procedures related to Body Worn Cameras and how to retrieve footage.  

Knowledge of Investigative Interviews and Related Guidelines and Methods 
27. Knowledge of legal rights of suspects and prisoners.  

28. Knowledge of Beheler Admonition and its application to interviewing individuals not being held in custody.  

29. Knowledge of Miranda Admonition and when it needs to be given with adults and juveniles.  

30. Knowledge of guidelines and methods for documenting interviews and interrogations.  

31. Knowledge of how and when recording equipment such should be used in interviews and the restrictions on the use of such 
equipment.  
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KSAOs
32. Knowledge of interview guidelines, strategies, restrictions and techniques in supervisory/administrative investigations.  

33. Knowledge of interview guidelines, strategies, restrictions and techniques in criminal investigations.  

34. Knowledge of procedures and legalities involved in preparing photo spreads, mug shots, and conducting cold shows and live line-
ups, to identify suspects or evidence.  

35. Knowledge of conducting interviews with adult and juvenile victims of crimes.  

Knowledge of Investigative Operations and Methods 
36. Knowledge of various sources for obtaining background information (e.g., databases, public records, court documents, 

newspapers, etc.), including public/private non-law enforcement agencies.  
37. Knowledge of the steps for obtaining additional Department personnel, in order to assist in an investigation.  

38. Knowledge of methods and resources available to locate victims, witnesses, and suspects.  

39. Knowledge of the jurisdictional boundaries and responsibilities of allied law enforcement agencies.  

40. Knowledge of the types of services and functions that other departments provide (e.g., District Attorney, Family Children Service, 
Department of Public Health, Department of Motor Vehicles (DMV), etc.,).  

41. Knowledge of resources available for victims, their family member, witnesses, suspects or the public (e.g., transportation, shelters 
or social services, Victim/Witness Assistance Program).  

42. Knowledge of translation services and how they are accessed.  

43. Knowledge of procedures to follow in domestic violence, elder and child abuse situations, hate crimes, sexual assaults, etc., as 
outlined in Department General Orders (DGOs), bulletins, and the Penal Code.  

44. Knowledge of procedures for investigating motor vehicle collisions and preparing associated reports.  

45. Knowledge of procedures and requirements related to searches for missing persons.  

46. Knowledge of Departmental guidelines and federal, state and local laws regarding the release of information to other agencies, the 
media and/or the general public.  

47. Knowledge of signs and symptoms of drug/substance use/abuse and mental health issues and the available resources.  

48. Knowledge of how to work with informants, how to protect their identity, and how to track and monitor their activities.  

49. Knowledge of policies and procedures related to the enforcement homeless related issues and the available resources.  

KSAOs 
Knowledge of Resources and Logistics Management 

50. Knowledge of Operations Bureau Orders.  

51. Knowledge of duties and responsibilities of other ranks (Police Officers, Lieutenants, etc.)  

52. Knowledge of radio operations, codes and procedures.  

53. Knowledge of reasonable/appropriate time frames needed to handle different types of calls  for service.  

54. Knowledge of Human Resource Management System (HRMS).  

55. Knowledge of the Department’s organizational structure and the functions of individual units.  

56. Knowledge of Investigative Units (e.g., Special Victims Unit, Major Crimes, General Crimes, Traffic Collision Investigation Unit, and 
Special Investigations Units) and their responsibilities.  

57. Knowledge of Station Investigation Team (SIT) responsibilities and functions.  

58. Knowledge of factors that can impact planning for an up-coming event (e.g., resources, staffing considerations, etc.).  

59. Knowledge of the type of community functions, activities, conditions that are likely to attract criminal activity.  

60. Knowledge of what constitutes critical incidents, the procedures for handling critical incidents and the notification requirements for 
critical incidents.  

61. Knowledge of response procedures for  incidents including how to respond, who should respond, and who to notify, including chain 
of command notification requirements.  

62. Knowledge of guidelines, regulations and procedures for emergency response and pursuit driving as outlined by Department 
policies and procedures and the Vehicle Code.  

63. Knowledge of when and how to establish a command post and command post roles and duties.  

64. Knowledge of when, where and how to establish and maintain inner and outer perimeters at a critical incident, event, crime or 
accident scene.  
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KSAOs 
65. Knowledge of procedures for crowd control at crime scenes, demonstrations and other planned and unplanned events.  

66. Knowledge of crime scene containment, preservation and management techniques as outlined in DGOs and other Department 
directives.  

67. Knowledge of tactical resources, deployment techniques, and station tactical equipment.  

68. Knowledge of Department resources including special units, personnel and equipment that can be made available.  

69. Knowledge of Department criteria for determining whether or not the Investigator, C.S.I. and/or specialized units should be notified 
and/or asked to respond to a particular crime scene.  

Knowledge of Supervisory Principles and Practices 
70. Knowledge of Department disciplinary procedures, including preliminary investigatory steps/procedures. 

71. Knowledge of vicarious liability and responsibility of supervisors in correcting actions of subordinates. 

72. Knowledge of Departmental Performance Improvement Program (PIP) procedures. 

73. Knowledge of different approaches or methods to address unacceptable behavior and/or motivate subordinates.  

74. Knowledge of guidelines and standards regarding the conduct of members as outlined in DGOs. 

75. Knowledge of resources available from the Behavioral Science Unit to assist personnel with personal problems (e.g., the Employee 
Assistance Program (EAP), Stress Unit, Peer Support, etc.). 

76. Knowledge of rights and protections of complainants in administrative matters (“Whistleblowers” and Equal Employment 
Opportunity (EEO) complainants). 

77. Knowledge of rights and protections defined in the Peace Officer Bill of Rights. 

78. Knowledge of the Memorandum of Understanding (MOUs).  

79. Knowledge of how to conduct investigations in areas involving alleged criminal conduct of police officers, as outlined in Department 
policies and procedures.  

80. Knowledge of officer safety principles and procedures. 

81. Knowledge of policies and procedures regarding EEO and citizens’ complaints. 

82. Knowledge of procedures for handling and reporting administrative investigations, such as motor vehicle accidents involving 
officers, industrial accidents and/or injuries. 

83. Knowledge of field management techniques when supervising personnel and resources.  

84. Knowledge of the types of incidents that require a Sergeant to respond.  

85. Knowledge of procedures for investigating and reporting officers' use of force.  

86. Knowledge of the appropriate use of force, restraint and physical control techniques as stated in DGOs, Penal Code, and bulletins.  

87. Knowledge of the Department’s available training programs and resources.  

88. Knowledge of training techniques, both formal and informal, to improve subordinate performance.  

89. Knowledge of Department guidelines for the completion, issuance and use of departmental forms, reports, teletypes, Crime 
Bulletins, correspondence and other written communications.  

90. Knowledge of how to handle HazMat incidents and the procedure for documenting such incidents.  

91. Knowledge of decontamination procedures of contaminated areas/equipment (e.g., booking area, vehicle, etc.) to assure health 
and safety.  

Ability to Supervise Subordinate Personnel 
92. Ability to develop and maintain the trust, confidence and cooperation of subordinates, peers, superiors, and the community.  

93. Ability to motivate others using interpersonal skills and redirection, while modeling behavior expected of others.  

94. Ability to gain compliance from subordinates and other police personnel when giving them directives.  

95. Ability to judge which tasks should be performed personally, which may be delegated or assigned to others and which should be 
performed by specialized units.  

96. Ability to recommend officers for specific assignments based on their particular skills, experience, ability, and/or training.  

97. Ability to discern when to follow-up and how much follow-up is needed on delegated tasks, performance and other issues.  

98. Ability to provide appropriate and timely feedback to police officers, conveying praise or constructive criticism, formulating action 
plans for resolving subordinates' performance problems.  
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KSAOs 
99. Ability to encourage subordinates to make independent decisions when appropriate by identifying problems and possible 

resolutions. 
100. Ability to recognize when subordinates’ actions are not in compliance with laws, orders, policies, and procedures (e.g., use of 

force, arrest powers, time and attendance). 
101. Ability to recognize cues or patterns in the performance of subordinates that indicate the need for improvement. 

102. Ability to assess subordinate officers' fitness for duty (readiness) and intervene when demeanor or behavior suggests personal 
problems or other issues which could negatively affect performance. 

103. Ability to recognize when problems/concerns are beyond the subordinate’s ability to handle. 

104. Ability to identify errors, discrepancies or omissions in forms and reports completed by subordinates.  

105. Ability to identify training needs of individual and groups and select or provide training to enhance performance and/or mitigate 
deficiencies.  

106. Ability to recognize and appropriately commend subordinate's actions that demonstrate special initiative and/or superior 
performance.  

107. Ability to judge when supervisory decisions are outside the scope of one's authority and require involvement of superior officer(s).  

108. Ability to assume greater responsibility with regard to the implementation of Department goals and objectives.  

Ability to Effectively and Ethically Deal with Others 

109. Ability to establish and maintain courteous, cooperative, and professional relationships with members of the public, Department, 
District Attorney’s Office, other internal and external units, agencies and departments. 

110. Ability to recognize and evaluate different viewpoints/approaches when working with others (e.g., officers, peers, superiors, other 
agencies, community members) and employing consistent tact and diplomacy. 

111. Ability to effectively interact with people of different sexual orientations and/or identities   from a wide variety of cultural and 
socioeconomic backgrounds. 

112. Ability to implement well-reasoned decisions or courses of action, withstanding pressure from others including inappropriate 
political influence. 

113. Ability to follow orders, prescribed rules, procedures, and instructions and work effectively within the chain of command. 

114. Ability to maintain a professional attitude when carrying out duties and complying with departmental policies, even when they 
involve emotionally charged situations. 

115. Ability to be consistent, firm and fair, and enforce laws and regulations impartially when dealing with subordinates or the public. 

116. Ability to take unpopular stands and make unpopular decisions when necessary.  

117. Ability to handle hostile, charged exchanges in a manner that defuses hostility and resolves conflicts, to promote smooth 
operations.  

118. Ability to recognize and safeguard confidential information in oral and written communications and when conducting internal 
investigations and other matters of a sensitive nature.  

119. Ability to demonstrate conscientiousness by completing tasks in a thorough and timely manner with minimum prompting and 
supervision.  

120. Ability to accept guidance or direction from others, such as superiors, District Attorney, and co-workers. 

121. Ability to recognize and attempt to remedy deficiencies in one’s own performance; learn from mistakes and move to correct the 
situation. 

122. Ability to clearly and effectively communicate team objectives in a way that creates a strong sense of shared goals. 

123. Ability to clearly and effectively communicate rational for decisions made. 

Ability to Plan, Organize, and Manage Events, Incidents, and Crime Scenes 

124. Ability to prioritize subordinates' activities, considering city and district needs, task criticality, location, time of day, and other 
relevant factors.  

125. Ability to recognize and anticipate problems in the district, including situations that require community involvement. 

126. Ability to recognize potentially dangerous or hazardous situations or conditions. 

127. Ability to act appropriately to dangerous or hazardous situations or conditions, using appropriate and effective officer safety 
techniques, up to and including treatment after exposures occur. 

128. Ability to recognize information that should be passed on to superiors regarding incidents in progress, subordinate's actions, and/or 
citizen concerns. 
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KSAOs 
129. Ability to formulate an operations order or assess a situation that follows the National Incident Management System (NIMS) format.  

130. Ability to develop comprehensive plans which anticipate problems and include alternate approaches.  

131. Ability to follow operation plans, in order to preserve the safety of participants and the legality of these operations.  

132. Ability to amend a planned course of action to meet changing circumstances or new information.  

133. Ability to take appropriate action in a crisis (e.g., in a rapidly unfolding and/or dangerous situation) and when situation is personally 
challenging or uncomfortable. 

134. Ability to solve problems and make decisions where there is no standard training or procedure, using experience and good 
judgment.  

135. Ability to maintain discipline and squad integrity in crowd control situations.  

136. Ability to be aware of the needs of officers for periodic rest and relief during assignments that extend over several hours.  

137. Ability to maintain control of patrol vehicle and awareness of surroundings while simultaneously operating the radio or Mobile Data 
Terminal (MDT) and/or directing the activities of others.  

138. Ability to extract important information from radio transmissions while simultaneously performing and/or directing other activities.  

139. Ability to restrain or direct the restraint of resisting subjects using the appropriate level of force needed. 

140. Ability to recognize signs of medical or emotional problems in others that require action, such as contacting medical authorities or 
transporting to treatment facilities. 

141. Ability to handle departmental weapons accurately and safely. 

142. Ability to determine when it is appropriate for weapons to be drawn and/or discharged. 

Ability to Conduct Effective Investigations 

143. Ability to plan strategy for interviews and interrogations, including who, when, and where to interview, method of documentation, 
content, sequence and framing of questions. 

144. Ability to adjust interview technique (e.g., directness and complexity of questions) to fit the situation (e.g., interviewee's 
background, education, personality, and/or motivation). 

145. Ability to recognize behavioral cues in other persons that indicate mood, truthfulness, dishonesty, evasiveness, or lack of 
comprehension. 

146. Ability to calm, placate, and reassure witnesses and victims in order to maintain their cooperation at the scene of an incident, 
during the course of an investigation, and/or during court proceedings. 

147. Ability to recognize and pursue leads in an investigation until fully explored. 

148. Ability to anticipate suspect’s actions based on factors such as previous history, patterns, habits, and hangouts, to plan 
investigative activities. 

149. Ability to draw sketches and diagrams that show physical layout and placement/movement of personnel or document location of 
evidence. 

150. Ability to recognize whether problems in a case can be addressed by further investigative work or that the case should be 
inactivated. 

151. Ability to supervise undercover operations, to ensure that they are appropriate, consistent, and effective with Department policies. 

152. Ability to conduct administrative investigations. 

Ability to Collect, Manage, and Analyze Information 

153. Ability to determine which correspondence, messages, and other notifications require action. 

154. Ability to prioritize tasks, issues, or problems to manage own work time efficiently and effectively, when conflicting demands/issues 
arise. 

155. Ability to determine the best method to gather information to formulate plans, solve problems, respond to inquiries. 

156. Ability to identify and gather information from a variety of sources, including observation and listening, and review of narrative 
reports, forms, computer output, diagrams, statistical summaries/graphs, laws, rules and regulations, Department records, and 
other law enforcement information resources 

157. Ability to accurately match verbal or written descriptions of wanted persons and property with visual observations. 

158. Ability to organize, analyze and prioritize information from different sources, drawing inferences and sound conclusions and 
identifying trends, patterns, consistencies, and contradictions. 

159. Ability to apply provisions of laws, regulations, departmental orders and legal documents to clarify issues, solve problems, and 
answer questions on the job. 
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KSAOs 
160. Ability to objectively distinguish between incriminating and exculpatory evidence. 

161. Ability to formulate reports, summaries, plans, and recommendations based on an analysis of information from different sources. 

162. Ability to organize case files, personnel records, and other documents so that they can be readily accessed. 

163. Ability to identify case information that should be shared with others, such as superiors, co-workers, District Attorney’s Office. 

164. Ability to disseminate information in a timely fashion to appropriate audiences (superiors, subordinates, peers, other agencies). 

165. Ability to perform accurate basic arithmetic computations (e.g., addition, subtraction, multiplication, division) in the inventory of 
property or compilation of statistics. 

Ability to Effectively Communicate Orally 

166. Ability to prepare and present persuasive oral presentations, maintaining composure while presenting key facts, points, or 
inferences in a clear, organized, and concise manner. 

167. Ability to give direct, explicit orders and instructions to subordinates, communicating in a constructive and professional manner. 

168. Ability to verbally explain or respond to questions from others appropriately, giving essential facts, opinions, and/or direction, so 
that the information will be understood and accepted. 

169. Ability to adjust style, tone, speed and vocabulary to communicate with audiences of different ethnic or socioeconomic 
backgrounds and/or in different contexts (e.g., crowd control, hostile or emotional situation). 

170. Ability to ask appropriate questions to elicit additional information and obtain feedback to ensure that information has been 
understood accurately. 

171. Ability to manage meetings to ensure essential information is exchanged and time is used efficiently. 

172. Ability to work with translators to obtain information and communicate with non-English speaking victims, witnesses, and suspects. 

173. Ability to actively listen to all parties involved in a situation; obtain all pertinent facts before making decisions/acting on the 
situation. 

Ability to Communicate Effectively in Writing 
174. Ability to write clearly, concisely and accurately, using proper English grammar, spelling and syntax when preparing memoranda 

and reports. 
175. Ability to recognize the proper use and application of English grammar, spelling and syntax, including writing that is clear, concise 

and accurate. 
176. Ability to document incidents in a timely, clear and concise manner and to present the sequence of events clearly in a written 

report. 
177. Ability to complete standard forms, logs and reports carefully, legibly, accurately, in the proper format, and in a timely manner. 

178. Ability to summarize in writing conversations, such as with suspects, victims, witnesses, informants, noting key phrases, for later 
reference. 
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Contact Us

Blue Courage
www.bluecourage.com

Jake Becchina
jacob.becchina@kcpd.org

1-816-665-9563 
Missouri

Jack Hart
1-415-290-2947

jack@bluecourage.com
California

Harold Love
harold@bluecourage.com

1-248-730-2905 
Michigan

Rosanne Manghisi
rmanghisi@sossecurity.com

1-973-975-6146
New Jersey

George Navarro
TheNavarroTeam@gmail.com

1-305-519-5945 
Florida

Gregory Thomas
gregoryathomas1@verizon.net

1-917-690-5333
New York

Peter Whittingham
26013@lapd.lacity.org

1-213-842-5953
California 

Noble Wray
noble@bluecourage.com

1-608-345-3835
Wisconsin

Kristen Ziman
kristen@bluecourage.com

1-630-414-6021
Illinois

BLUE COURAGE and SMCOV are trademarks and/or registered trademarks of  SMCOV, LLC.  All other 
trademarks are the property of  their respective owners.

©2013 SMCOV, LLC.  All rights reserved.

Michael Nila
michael@bluecourage.com

1-630-878-4796
Illinois

Howard Powers
1-517-515-0427

howard@bluecourage.com
Michigan

Daniel Schmer
daniel@bluecourage.com

1-816-665-3199
Missouri 

Larry Snelling
larry@bluecourage.com

1-773-988-8093
Illinois

Nathaniel Steger
1-415-717-1951

nate@bluecourage.com
California
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Blue Courage

Blue Courage is a way of  being,
A philosophy that inspires one to
Embody the noblest of  character

And unquestioned devotion.

It is to flourish in all aspects of  life,
To act with practical wisdom, 

To exude vitality, and
To hearten human connections.
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 What Is Blue Courage?

Blue Courage is a transformational process focused on the human development of  a police officer. It draws on 
relevant, proven literature and research on human effectiveness, positive psychology, leadership development and neuroscience. 
The goal is personal and cultural transformation through institutionalizing the heart-set, mind-set, skill-set and tool-set of  our 
police officers. 

• More than a class – it is a process that is internally led by each agency and not dependent on outside instructors or 
consultants.

• It is a blend of  many disciplines drawn to address the “Whole Person” development, engaging the heart, mind, body and 
spirit. 

• The process is designed to address many of  the personal challenges police officers face such as: cynicism, relationship, 
identity, integrity, health, and stress issues.

• Takes officer survival far beyond tactical and critical incident survival and ensures the “readiness” of  officers to both 
prevent and survive the incidents and the aftermath.

• Develops a mental toughness, allowing for the essential “resilience” officers and leaders must have.

• Develops leaders from initial academy orientation and continues throughout an officer’s career.

• Instills a sense of, and commitment to, the purpose and nobility of  the policing profession to ensure an absolute service 
mind-set.

• Develops a culture of  learning, critical thinking, open mindedness, tolerance and healthy curiosity.

• Develops a moral compass and the requisite courage to do the right thing in any circumstance that ensures justice and the 
purpose of  democratic policing. 

• Ensures that officers understand, embrace and embody the trusting interdependence that is essential for effective 
partnerships with the community and the justice system. 
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What Is Blue Courage?

The ability to learn and think, discern, question, be curious, decide wisely, problem solve, intelligently debate, and 
compassionately serve – all while being morally and physically courageous are the essentials of  effective policing. Policing 
requires the organization and its members to be grounded in the high core values of  integrity, courage (moral), and character. To serve 
effectively, police officers must be happy, healthy, resilient, wise, and principle-centered. These attributes are not unique to policing but are 
simply the building blocks of  a highly evolved, effective human being. Yet, rarely in police training are these attributes developed. They are left 
to each individual to discover – some do eventually, and many do not. 

Blue Courage: The Heart and Mind of  the Guardian is an education process designed to ensure the development of  a highly evolved 
police officer who is prepared at any moment to reflect the best of  what policing demands. It is designed to forge a culture of  leadership, 
character and service in the spirit of  what democratic policing promises its citizenry.  It is a process aimed at developing the right: Heart-set, 
Mind-set, Skill-set and Tool-set, enabling officers to meet the demands of  modern policing.

Today’s police officers are highly trained and highly skilled operationally. Historically, as much as 90% of  police academy basic training 
is focused on skill development. The same is true of  most in-service training for the remainder of  an officer’s career. While skill training is 
essential, it is incomplete. Reflecting on the mind-sets and behaviors that cause police agencies and officers trouble, erode community trust, 
place officers at greater risk or tarnish the image of  policing – rarely are these due to a lack of  skills. Most often it is a failure of  something else – 
what Aristotle would call “Practical Wisdom.” 

Practical wisdom is how we understand the right way to do the right thing, in a particular circumstance, 
with a particular person, at a particular time.  Arguably, this is foundational to police work and is 
necessary to master the “craft” of  policing. 

This educational process is designed not as a class, but a process of  continuing education through the 
development of  a reinforcing culture and style of  leadership that embodies the high character and 
ability that the Nobility of  Policing demands. It is a process that will influence the influencers – the 
teachers, FTO’s, trainers, and leaders who shape and mold what police officers will eventually become.  
And, Blue Courage will be an effective mechanism for transforming the existing police culture.

Blue Courage will be a transformation process for individuals and organizations – its focus will be on 
developing the heart, mind, body and spirit of  police officers that will endure for a lifetime and not just 
a career.
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Topics Covered

Foundations
Purpose: To introduce and orient participants to why Blue Courage is essential for success and offer background 
information as to how Blue Courage was developed and will be presented.

Research and background information supporting Blue Courage will be presented as well as the four-step pathway from inspiration to mastery. 
This in-depth module will ensure that participants are learning ready by providing an inspiring overview of  Blue Courage to include definitions 
and examples. 

“Before you can learn a new way of  doing things, you have to unlearn the old way. So beginnings depend on endings.”  
Rick Maurer

Police Culture 
Purpose: To ensure that participants understand the power and influence that police culture has on its members, and to 
understand that culture is “adaptive” and therefore essential for survival. 

Police culture is unique with both healthy and unhealthy aspects, all of  which significantly influence behaviors. Participants will engage in a 
dynamic discussion of  police culture, how and why it evolves and what role individuals play in either perpetuating or shifting the existing culture. 
The objective is that officers understand the individual role they play in their culture and that they have the power through their own behavior to 
alter it for the better.

“Police culture transforms and unifies cops with a shared perception of  social justice. 
Assigned to a territory of  for which they are responsible, they hold dominion over a shared vision of  justice.”  

 John P. Crank

Nobility of  Policing (The “Nobility of  Policing” book is provided for participants.)
Purpose: To reignite a sense of passion, purpose and commitment to the profession of policing, and for participants to understand 
the connection between purpose and engagement with one’s calling.

Cynicism and apathy have long been common in policing. This module sets out to reinforce the principles of  our noble profession and to ingrain 
in officers the importance of  purpose in policing. It is a motivating and inspiring reminder of  what policing is about, the heroic and rich history 
and roots of  policing, and a reminder of  the social contract and ethical responsibilities of  democratic policing.

“The Nobility of  Policing demands the noblest of  character.” 
Dr. Stephen R. Covey
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Topics Covered

Respect
Purpose: To discuss the issue of respect and its fundamental role in building trust and healthy relationships while challenging 
behavior that compromises respect and human dignity.
One of  the most basic and fundamental principles in human interaction is respect.  The police professional who treats every person they 
encounter with human dignity and respect operates on a higher plane than those who alter their actions based on self-imposed labels, biases or 
judgment.  In this module, we explore the meaning of  respect and how it’s applied to policing, leadership and a service mind-set.

“Let every man be respected as an individual and no man idolized.” 
Albert Einstein

Resilience / Hope 
Purpose: To understand the power of resilience, managing emotions, quieting the mind and storing and recovering energy, while 
practicing and developing the skills essential for resilience.

This module explores resilience as it pertains to operational readiness, officer safety, stress management and long-term health and wellness. 
Participants will learn the power and skills to control thoughts and emotions for the purpose of  performing in “peak state” in the face of  extreme 
challenge. Calling on the work of  The Institute of  Heart Math, participants will learn the science behind developing resilience, while developing a 
heightened awareness of  the “state” they are in at any given moment.

“Optimal performance requires enhancing personal resilience, developing stress tolerance, and recovering and storing energy.” 
The Institute of  Heart Math
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Topics Covered

Positive Psychology
Purpose: To learn the importance of a positive, grateful, hopeful perspective to a long, healthy, happy and productive life, and the 
power individuals have to control their thinking.

The growing field of  positive psychology is clear. We can control our thoughts, and the nature of  our thoughts clearly influences every aspect of  
our lives including: attitude, judgment, cognitive ability, health and wellness, and longevity in life. This module provides tangible steps to re-wiring 
our brains to see the positivity in situations instead of  concentrating on the negative.  Healthy practices will be presented to participants to ensure 
they can develop the habits of  positive psychology.

“Happiness is native to the human mind and its physical machine. 
We think better, perform better, feel better, and are healthier when we are happy.” 

 Maxwell Maltz 

Practical Wisdom
Purpose: To encourage critical thinking and effective decision making through learning the definition of Practical Wisdom and the 
foundations and virtues of one who does the right thing, that serves the right purpose in any circumstances.

The authors of  the book “Practical Wisdom” teach us that it is about creating the right outcome in challenging circumstances where there is 
no clear distinction between several options, all of  which can be defended as right.  This module will teach the essential elements of  Practical 
Wisdom and why it is critical in today’s world of  policing. Participants will learn what is required for one to think practically and with what we 
would call – common sense. 

“Practical Wisdom is the essential human quality that combines the fruits of  our individual experiences with our empathy and intellect. 
It is how we become a good friend, parent, doctor, statesman – or police officer.”  

Authors of  “Practical Wisdom”: Barry Schwartz and Kenneth Sharpe
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Topics Covered

Health / Wellness & High-Performing Brains
Purpose: Participants will learn the role a healthy brain plays in long-term health, wellness and happiness. They will also learn 
simple routines, and practices to maintain a healthy brain and body.

Culling from the work of  Daniel Amen’s “Change Your Brain Change Your Life,” participants will learn that the brain is the hardware in the body that 
controls performance. This module teaches that brain power can be increased by consciously “feeding” the brain with exercise, sleep, and other 
essential positive habits.  Suggested routines and rituals for maintaining a healthy mind and body will be demonstrated and connected to previous 
modules for overall well-being.  

“Connecting the mind and body is not just a health strategy. It is a movement of  consciousness that can change the world.”  
Mathew Sanford

The Immortal Cop
Purpose:  To understand that while we are all mortal, the nobility of policing and the service and sacrifice to something greater 
than one’s self can leave a legacy, and make us immortal, never to be forgotten.  

The Immortal Cop is about embracing our own legacy. We will discuss the power police officers have to make a distinctive contribution to the lives of  
those we interact with as police officers. This discussion will inspire officers to awaken to the fact that we are shaping our legacy in our every action. 
That the lives we touch in the course of  our careers become the story of  our own lives and work. And the good deeds we do in service of  others will 
live on - immortal.

“What you leave behind is not what is engraved in stone monuments, but what is woven into the lives of  others.”
Pericles – speaking to the families of  the Athenian war dead
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Participant Reviews
“I think our ability to modify the delivery, intermingle the 
message I can utilize your message to serve me well into 
the future to keep my guys spirits uplifted, motivated, and 
all moving forward. So thank you, your people, and your 
family.”

“Overall, thanks for a great class and a great topic.  Focusing on 
the foundation of the heart and mind-set is sorely needed at the 
basic training academy and field training so officers can be equipped 
to maximize their potential to keep on course and not to forget on 
the bigger picture and their role in our noble profession.”

“I would like to see all of our 
administrative staff attend this 
training and increase the training to 
3 days.  Please bring this training to 
the northwest next year!  Thank you! 
Great training, best leadership class 
I've ever attended.”

“Each of these instructors are obviously very 
passionate about teaching this topic.  This class 
was very relaxing, made people come out of their 
boxes and their class/group participation was 
actually fun.  I'm happy today for having such 
uplifting and motivational teachers who made me view 
my altitude and where I want to be.”

“A fantastic course.  I wish it 
were longer so that the presented 
topic could be gone into greater 
depth.  Present a "B.C." II to 
build and expand upon what was 
presented over the past 2 days.  
All instructors and staff were 
top-shelf.”

“I love the passion and commitment of 
the Blue Courage team.  It's obvious 
they care and believe.  I would suggest 
this to all law enforcement and wish this 
could be taught at all academy supervisory 
schools.”

“Outstanding course!  It 
really hits on why we 
are all here, but may have 
forgotten.”

“Very well presented.  Instructors 
were all very personable and 
presented very well.  This class 
would do very well for 1st level 
and upper management.  I can see 
myself reviewing the material many 
times in my career.”

“Really found the nobility of policing book inspiring.  I think I will 
refer to it regularly.  I needed the spark to find my purpose again 
with my career.  I only have about 4 years until retirement.  I 
will go out at the top of my game with "my switch on" with more 
happiness and gratitude.  Thank you.  My whole department could use 
this class right now.”

“Not the same old stuff that I 
have had in other classes.  New, 
different, innovative methods and 
ideas.  I absolutely loved and 
appreciated the fitness portion of 
the class.”

“The course should be a must for all 
agencies; it is a great reminder of why we 
do what we do. It is refreshing to think 
there are others who are still sacrificing 
for the reason of being a servant.”
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Sergeant Chip Huth’s special weapons 
and tactics (SWAT) team had just suc-

cessfully arrested an armed felon in a Kan-
sas City, Missouri, drug house. The suspect 
was brought to the porch of the house as 
Sergeant Huth’s team searched the premises 
and a middle-aged woman approached, 
screaming profanities. A crowd began to 
gather. “She began screaming a stream of 
profanities at me,” said Huth, “question-
ing my right to be on her property and  
to have her son in handcuffs.”1 The more 
she became irrational, the closer her neigh-
bors began move to the police. She was, 
Huth sensed, rapidly gaining the support 
of the crowd. 

Huth could have taken enforcement 
action and arrested the suspect’s mother for 
various violations. He instead chose to walk 
out, meet her, to listen to her—really listen, 
“with the intent to understand the true 
nature of her message.” When she finished 
her tongue-lashing, he responded:

Let me see if I understand you. You work 
two jobs to make ends meet . . . you have to 
ride the bus to and from your jobs, which 
puts you at the mercy of the bus schedule . 
. . [and] you have to stand outside and wait 
for long periods of time, regardless of the 
weather. You worked hard today. You came 
home with the thought you would get off 
your feet and relax, but instead you find the 
police at your house and your son under 
arrest for selling drugs, and it upsets you 
very much. 2
“Yes,” she said, lowering her voice “Yes, 
that does upset me.”3 The conversation 

took a civil turn. Huth asked her some 
clarifying questions and explained the 
police’s actions. He could see the anger 
drain from her face. The crowd began to 
calm and thin. He then explained to her 
why the team was searching her home, 
showed her the warrant, and got her a 
jacket from inside so she could stay warm.
A fellow officer later questioned whether 

Huth’s response showed weakness and 
might have exposed him and his team to 
safety concerns. Wouldn’t arresting the 
mother for disorderly conduct have sent a 
clear message to the neighborhood that no 
one can disrespect the police? 

It is the authors’ opinion that Sergeant 
Huth used wise discretion in not taking 
enforcement action, but many might argue 
that his actions and his demeanor were not 
the normal response in that circumstance. 
Why did he do what he did? Because Huth 
believes that showing respect for all people 
is a way to build the kind of trust and part-
nership with the community that is essential 
for effective policing. 

But there is more. In this particular case, 
Huth’s good judgment enabled him to 
see that enforcing a law could have com-
promised his team and his mission. This 
good judgment—or practical wisdom—
demanded certain moral skills such as the 
ability to truly listen, to empathize, to quickly 
perceive the particulars of that situation, and 
to imagine the consequences of alternative 
scenarios. This woman would not have gone 
peacefully, Huth noted, and compelling her 
compliance would have riled the crowd and 

necessitated several more arrests—and none 
of them would have gone quietly. His SWAT 
team would have been taken off the street for 
a couple of hours, filling out misdemeanor 
charges, which would have been tied up in 
municipal court for months. Word of the 
melee would have spread quickly, cultivat-
ing or reinforcing a neighborhood attitude 
of distrust toward the police. “The original 
purpose of . . . being in the neighborhood—
to make it safer and drug free—[would have 
been] lost in the shuffle.” The community 
complaints would have led to fruitless and 
counterproductive internal affairs investiga-
tions. Since no one on the SWAT team would 
have done anything technically wrong, 
the team would have been cleared, creat-
ing more community outrage and distrust 
toward the police. And “the gun-packing, 
drug-peddling felon” would have become 
“an instant folk hero in the neighbor-
hood because he ‘stood against the rough - 
shod police.’”4

If the sergeant had chosen a different 
method to deal with citizens who interject 
themselves into tense circumstances and 
question police authority to do their jobs, 
this situation could have had a much differ-
ent ending. For this SWAT sergeant to have 
acted the way he did required both cour-
age—what we call blue courage—and prac-
tical wisdom. To police effectively, police 
officers require both. Discretion is built into 
the very essence of police work, and exercis-
ing it well always demands good character 
that is built upon a foundation of the virtues 
of courage and practical wisdom.

EduCATINg ThE 21ST CENTuRy COP

developing  
Blue Courage
and  

Practical Wisdom

By Michael J. Nila, Commander 
(Retired), Aurora, Illinois, Police 
department; Barry Schwartz, 
Professor, Social Theory and 
Social Action, Swarthmore 
College, Swarthmore, 
Pennsylvania; and Kenneth 
Sharpe, Professor, Political 
Science, Swarthmore College, 
Swarthmore, Pennsylvania 
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Sergeant Chip Huth’s special weapons and tactics 
(SWAT) team had just successfully arrested an 
armed felon in a Kansas City, Missouri, drug 
house. The suspect was brought to the porch of  
the house as Sergeant Huth’s team searched the 
premises and a middle-aged woman approached, 
screaming profanities. A crowd began to gather. 
“She began screaming a stream of  profanities at 
me,” said Huth, “questioning my right to be on 
her property and to have her son in handcuffs.”1 
The more she became irrational, the closer her 
neighbors began move to the police. She was, 
Huth sensed, rapidly gaining the support of  the 
crowd. 

Huth could have taken enforcement action and 

arrested the suspect’s mother 
for various violations. He instead 
chose to walk out, meet her, to listen to her—
really listen, “with the intent to understand the 
true nature of  her message.” When she finished 
her tongue-lashing, he responded:

Let me see if  I understand you. You work two 
jobs to make ends meet . . . you have to ride the 
bus to and from your jobs, which puts you at the 
mercy of  the bus schedule . . . [and] you have to 
stand outside and wait for long periods of  time, 
regardless of  the weather. You worked hard today. 
You came home with the thought you would get 
off  your feet and relax, but instead you find the 
police at your house and your son under arrest for 
selling drugs, and it upsets you very much. 2

“Yes,” she said, lowering her voice “Yes, that does upset 
me.”3 The conversation took a civil turn. Huth asked 
her some clarifying questions and explained the police’s 
actions. He could see the anger drain from her face. The 
crowd began to calm and thin. He then explained to her 
why the team was searching her home, showed her the 
warrant, and got her a jacket from inside so she could 
stay warm.

A fellow officer later questioned whether Huth’s response 
showed weakness and might have exposed him and his 
team to safety concerns. Wouldn’t arresting the mother 
for disorderly conduct have sent a clear message to the 
neighborhood that no one can disrespect the police? 
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It is the authors’ opinion that Sergeant Huth 
used wise discretion in not taking enforcement 
action, but many might argue that his actions 
and his demeanor were not the normal response 
in that circumstance. Why did he do what he 
did? Because Huth believes that showing respect 
for all people is a way to build the kind of  trust 
and partnership with the community that is 
essential for effective policing.

But there is more. In this particular case, 
Huth’s good judgment enabled him to see that 
enforcing a law could have compromised his 
team and his mission. This good judgment—or 
practical wisdom—demanded certain moral 
skills such as the ability to truly listen, to 
empathize, to quickly perceive the particulars of  
that situation, and to imagine the consequences 
of  alternative scenarios. This woman would 
not have gone peacefully,  Huth noted, and 
compelling her compliance would have riled 
the crowd and necessitated several more 
arrests—and none of  them would have gone 
quietly. His SWAT team would have been taken 
off  the street for a couple of  hours, filling out 
misdemeanor charges, which would have been 
tied up in municipal court for months. Word of  
the melee would have spread quickly, cultivating 
or reinforcing a neighborhood attitude of  
distrust toward the police. “The original 
purpose of  . . . being in the neighborhood—
to make it safer and drug free—[would have 
been] lost in the shuffle.” The community 
complaints would have led to fruitless and 

counterproductive internal affairs investigations. 
Since no one on the SWAT team would have 
done anything technically wrong, the team 
would have been cleared, creating more 
community outrage and distrust toward the 
police. And “the gun-packing, drug-peddling 
felon” would have become “an instant folk hero 
in the neighborhood because he ‘stood against 
the rough- shod police.’”4

If  the sergeant had chosen a different method 
to deal with citizens who interject themselves 
into tense circumstances and question police 
authority to do their jobs, this situation could 
have had a much different ending. For this 
SWAT sergeant to have acted the way he 
did required both courage— what we call 
blue courage—and practical wisdom. To 
police effectively, police officers require both. 
Discretion is built into the very essence of  police 
work, and exercising it well always demands 
good character that is built upon a foundation 
of  the virtues of  courage and practical wisdom.

The question is how do we develop and educate 
our officers to ensure their actions embody 
the spirit, the essence, and the purpose of  
democratic policing?

Blue Courage and Practical Wisdom

The law is the cornerstone of  any democracy. 
It is an expression of  principles that aim to 
preserve the sanctity of  a nation. A badge is a 
symbol of  public trust and an officer’s authority 

to enforce laws, yet it is the

 person behind the badge who 
must exercise the judgment 
as to how the law is used and justice pursued. 
Exercising sound judgment is essential to 
effective policing.

The scope of  discretion—and its good use 
and misuse—have long been highly contested 
in police work. The professionalization of  
the police in 20th century United States was 
a response to the broad scope and misuse of  
police autonomy. Restricting the police to 
simply law enforcement activities, strict rules, 
and procedures backed by monitoring, internal 
investigative units, and disciplinary procedures 
were among the methods employed to limit 
widely misused police discretion.5 The gains 
in cleaning up the police through this kind 
of  management by rules and supervision had 
a downside, too. Later reformers—police 
chiefs such as Darrel Stephens and Lee Brown 
and academics and criminologists such as 
law professor Herman Goldstein—sought to 
reintroduce more discretion and autonomy to 
encourage innovation. 

Problem-oriented policing, for example, 
sought to free officers from the constraints  
of  bureaucracy and encourage them to take 
initiatives to find creative solutions to crime 
problems, moving beyond being reactive 
forces that responded efficiently to 9-1-1 calls.6 
Community-oriented policing partnered
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the police and communities to promote 
innovative problem solving with a particular 
focus on prevention through education and 
through changing the environment of  crime-
prone areas. Discretion, wisely used, was seen as 
the solution, not the problem.

One does not have to take sides in the debate 
between community and traditional policing 
models to recognize that wise policing, under 
any model, can never be fully actualized by a 
set of  rules or procedures. It always demands 
discretion.

For the police officer who needs to break up 
a fight in front of  a bar, there are likely no 
identifiable good guys or bad guys. All the 
parties are likely to be aggrieved and at fault, 
and no one is going to tell a straight story. What 
action the officer chooses will depend on the 
officer’s perception of  the situation and ability 
to imagine the consequences of  each move. 
Whether the crowd is building and hostile, 
the availability of  backup, how serious is the 
dispute and how intoxicated are the disputants, 
what techniques has the officer found effective 
in the past and will they work in this context—
the answers to all these questions may change 
quickly as the situation develops.7

The kind of  discretion exercised by the SWAT 
sergeant and the officer at the bar are not 
options for police officers; they are integral 
to officers doing their everyday jobs well. An 
officer determined to avoid using discretion will 

fail or become ineffective.8 Several reasons for 
this follow.

• Decisions involving use of  force or to 
remove an individual’s freedom are the 
most important of  all decisions with drastic 
consequences.

• Many police functions demand activities 
other than enforcing the law, and these 
important police roles are much more 
ambiguous. Giving first aid at accident 
scenes, helping to find a lost child, dispersing 
rowdy teens from public places—all of  these 
demand a wide range of  discretion.

• Police must constantly balance good 
principles that pull them in different 
directions—like Sergeant Huth’s obligation 
to enforce the law and his obligation to 
preserve the peace, minimize harm, and 
sustain community trust.

• Figuring out what a good principle means 
in a particular case is often difficult. Does 
pursuing equitable law enforcement always 
mean an officer should treat everyone 
absolutely the same—the speeding violation 
by the partying teenagers and the speeding 
violation by the expectant father rushing his 
wife to the hospital, for example?

There is often a wide range of  discretion in 
engaging citizens, incorporating what an officer 
says or does (that is, suggest, advise, warn, 
dictate, or arrest) and how—the tone or style—
the officer does it (that is, politely, respectfully, 

firmly, belligerently, or 
threateningly). These are 
choices an officer makes 
numerous times in the course of  a shift. These 
decisions are made on the street and often in 
tense, emotional, and sometimes dangerous 
situations. They must be made in real time not 
in the sterile offices of  police headquarters or 
the executive suite.

What then, do police officers need to exercise 
discretion well? Is it as simple as teaching 
critical-thinking and decision-making skills or is 
something else essential in the educational and 
human development of  the 21st-century police 
officer?

Good administrative guidance from the chief  
and top officers is critical; it can help define the 
types of  situations subject to discretion and the 
range of  permissible actions. Chiefs can provide 
guidance for handling a variety of  discretionary 
situations—how to handle domestic violence or 
a bar dispute or noisy college students keeping 
up the neighbors. But that’s only a start.

To exercise discretion well, an officer needs to 
know and embrace the purpose or, as Aristotle 
referred to it, the telos of  the profession— not 
simply law enforcement, but service, justice, 
and fundamental fairness. Further, exercising 
discretion well demands habits or virtues of  
good character such as patience; humility; a 
sense of  fairness and justice; the desire to help 
others, to listen, and to be empathetic;
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and an aspiration to build community trust 
through collaboration. A police officer cannot 
exercise these traits without two other critical 
virtues: (1) courage, to take the  risk involved in 
actually embodying these traits in action; and 
(2) the practical wisdom, to know when and 
how to do it.

Few police officers will face the kind of  danger 
that the heroes of  9/11 encountered. But 
everyone who answers the call of  policing 
understands the ever-present uncertainty and 
risk. Courage is not simply bravery under 
fire—it takes courage to challenge a supervisor 
or a fellow officer making poor decisions 
that place others in danger or the mission at 
risk; to speak calmly and firmly in a highly 
charged, emotional domestic disturbance; to 
be self-reflective and self-regulating; to admit a 
mistake; to empathize with others; and to serve 
the proper aim of  policing. 

Furthermore, as Aristotle emphasized, courage 
is not simply fearlessness and willingness to 
risk one’s life, one’s reputation, one’s job, one’s 
status, or the good opinions of  others. Such 
an impulse could lead to recklessness or being 
foolhardy. Courage demands knowing how to 
find the mean or the balance point between 
recklessness and cowardice. This is why courage 
demands the wisdom to know when and how to 
be fearless and take risks.

Blue courage is defined by the authors as 
a way of  being, a philosophy that inspires 

one to embody the noblest of  character and 
unquestioned devotion. It is to flourish in all 
aspects of  life, to act with Practical Wisdom, 
to exude vitality and to hearten human 
connections. 

Practical wisdom is the right way to do the right 
thing that serves the right purpose, given the 
particular circumstance, the particular person 
or persons, and the particular time.

According to the authors, practical wisdom 
requires a “wise cop” who• knows how to 
improvise to create the right outcome in each 
circumstance;

• is acutely aware of  any social context and 
how his or her behavior affects others;

• exercises good judgment in making decisions 
that best serve those involved, given the 
circumstance of  the moment, and given 
what justice and professional norms 
demand;

• is humble enough to be empathetic, able to 
see a situation through the perspective of  
another, and considerate of  how another 
feels;

• is emotionally in control and uses emotion to 
inform reason; and

• is an experienced person and works hard 
to master the craft of  policing through 
relentless learning and practicing of  the 
craft.

Combining blue courage with practical wisdom 

reflects who the police officer 
is, not just what he or she does.

The Learning Process

Guidance from police executives and 
supervisors can be helpful in defining 
discretionary areas and the array of  legitimate 
and effective intervention methods—that is, 
the best practices culled from the experience of  
other officers. But this is not enough.

Leadership and educational opportunities are 
fundamental in teaching police officers to learn 
the virtues essential to good character and the 
moral skills needed to intervene, especially 
if  these courses can help imitate actual 
experiences by using real-world situations and 
by working through case studies and figuring 
out what officers would have done differently 
and why. It requires a focus on the why as much 
as the how.

How law enforcement professionals lead their 
organizations is equally if  not more essential 
than how they educate their officers. Who the 
leaders are and how they lead shapes the culture 
and either reinforces or minimizes what officers 
have been taught. Creating a culture of  blue 
courage and practical wisdom requires extensive 
influencing of  the influencers as well as of  
young officers. Ultimately, it is the experience 
itself  that will teach character and practical 
wisdom—especially if  it is the right experience. 
As Mahatma Gandhi famously said, 
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“An ounce of  practice is worth more than tons  
of  preaching.” New recruits learn by watching 
what is modeled by experienced officers and 
supervisors who demonstrate courage and 
exercise good judgment. Experienced officers  
or trainers who know how to mentor and coach 
new recruits on the job can speed that learning 
if  they can articulate how and why they made 
the discretionary choices they are modeling 
and also help new recruits learn from their 
own mistakes. Such coaching and mentoring 
demands practically wise coaches and trainers 
and a disciplinary system that encourages 
officers to learn from their errors. One should 
be able to learn from mistakes and experiences, 
not cover them up or retreat to protecting 
oneself  from future punishment.

Relying too heavily on management by rules 
and supervision encourages officers “to devote 
themselves to avoidance of  mistakes, and the 
surest way to avoid mistakes is to keep out of  
the way.” Such management provides “scant 
opportunity for learning and development 
because—as a way of  thinking—it focuses on 
adherence to prescribed practices rather than 
on examination of  problems or formulation 
of  new strategies. . . . ‘Keep your nose clean 
and you’ll do OK’ is the advice new recruits 
receive from more experienced colleagues. 
They quickly learn that situations requiring the 
exercise of  judgment (generally situations in 
which the role of  police is most ambiguous) and 

which therefore demand difficult decisions are, 
for their career prospects, the most dangerous.”9

There have been interesting innovations in 
this area in recent years. The education-based 
discipline program created by Sheriff  Leroy 
Baca and the Los Angeles County, California, 
Sheriff ’s Department focuses on behavioral 
change through education rather than 
punishment. Mediation programs have been 
successfully used by the Denver, Colorado, and 
the Pasadena, California, police departments. 
Citizen complaints and discipline can be 
handled by a professional mediator who sits 
in a neutral place with the officer and citizen 
to discuss the circumstance of  the complaint 
and reach an understanding. In Kansas 
City, Missouri, officers can choose to be peer 
reviewed instead of  facing formal disciplinary 
hearings. The peer review panel suggests 
behavioral changes that could minimize 
further complaints. In one case, the panel 
conducted a role-playing session showing that 
the officer intimidated people by violating their 
personal space. The officer followed the panel’s 
suggestions to move back a few feet and had no 
further difficulties with citizen interactions. At 
the Charlotte-Mecklenburg, North Carolina, 
Police Department, the disciplinary procedures 
there explicitly take into consideration the 
experience and the intention of  the officer 
subject to discipline. Their guidelines state 
that “if  an employee attempts to devise an 

innovative, 
nontraditional solution for a 
persistent crime or service 
problem and unintentionally runs afoul of  
minor procedures, the desire to encourage 
creativity in our efforts at producing public 
safety will carry significant weight in dealing 
with any discipline that might result.”10

It is critical that police chiefs be developing 
a cadre of  internal leadership development 
experts whose full-time responsibility is the 
continuous education of  department personnel. 
Their focus must be on a holistic approach to 
growth and development such as is currently 
being done in the Los Angeles County, 
California, Sheriff ’s Department Deputy 
Leadership Institute or at the Kansas City, 
Missouri, Leadership Academy.

Conclusion

A full discussion of  how police officers can learn 
character traits such as courage and practical 
wisdom is beyond the scope of  this article. 
Clearly learning the habits of  courage, empathy, 
good listening, 

fairness, patience, and the practical wisdom 
skills to know when and how to act upon them 
is essential for police officers called upon to 
exercise good discretion every day. We know 
that such courage and wisdom can best be 
learned through education and experience. We 
know that most of  this experience will be trial
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and error. We know that most police 
departments seek to minimize the very errors 
upon which learning depends.

Designing institutions that encourage practical  
wisdom and courage is not easy. This means 
that chiefs, police administrators, senior officers, 
and trainers—the influencers—will need a 
great deal of  practical wisdom and considerable 
courage to learn how to structure the right kinds 
of  educational, leadership, and supervisory 
experiences.

In short, educating the 21st-century police 
officer demands an upgrade that focuses equally 
on essential policing skills and the foundational 
character and human development of  the 
man or woman behind the badge. In times of  
shrinking resources and reductions in many of  
our agencies, it is more important than ever to 
enhance an officer’s capability, engagement, and 
ability to apply good judgment. Doing so is a 
force multiplier that cannot be ignored. 

Notes:

 1Jack L. Colwell and Charles “Chip” 
Huth, Unleashing the Power of  Unconditional 
Respect: Transforming Law Enforcement and 
Police Training (Boca Raton, Fla.: CRC Press, 
2010), 26–28.
 2Ibid.

 3Ibid.
 4Ibid.
 5See, for example, Malcolm K. Sparrow 
et al., Beyond 911: A New Era for Policing 
(New York: Basic Books, 1992).
 6Ibid., chapter 1.
 7Frederick Elliston and Michael 
Feldberg,
Moral Issues in Police Work (New York: 
Rowman
and Allanheld, 1985).
 8Ibid., see Howard Cohen, “Authority: 
The Limits of  Discretion,” in Moral Issues in 
Police Work, 27–41.
 9Sparrow et al., 140.
 10For details on these and other 
innovations, please see Darrel W. Stephens, 
“Police
Discipline: A Case for Change,” New 
Perspectives in Policing (June 2011), http://
www.hks.harvard.edu/var/ezp_site/storage/
fckeditor/file/pdfs/centers-programs/
programs/criminal-justice/NPIP-PoliceDisc
iplineACaseforChange-06-11.pdf  (accessed 
September 5, 2012).

Article in “The Police Chief ” Magazine
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Blue Courage 16-Hour Course Outline

Blue Courage Defined: Blue Courage is a way of being. A philosophy that inspires one to 
embody the noblest of character and unquestioned devotion. It is to flourish in all aspects of 
life, to act with practical wisdom, to exude vitality, and to hearten human connections.

Blue Courage Process: Blue Courage is a transformational process focused on the human 
development of a police officer. It draws on relevant, proven literature and research on human 
effectiveness, positive psychology, leadership development and neuroscience. The goal is 
personal and cultural transformation through institutionalizing the heartset, mindset, skillset 
and toolset of our police officers.

• More than a class – it is a process that is internally led by each agency and not dependent 
on outside instructors or consultants.

• It is a blend of many disciplines drawn to address the “Whole Person” development, 
engaging the heart, mind, body and spirit.

• The process is designed to address many of the personal challenges police officers face 
such as: cynicism, relationship, identity, integrity, health, and stress issues.

• Takes officer survival far beyond tactical and critical incident survival and ensures the 
“readiness” of officers to both prevent and survive the incidents and the aftermath.

• Develops a mental toughness, allowing for the essential “resilience” officers and leaders 
must have.

• Develops leaders from initial academy orientation and continues throughout an officerʼs 
career.

• Instills a sense of, and commitment to, the purpose and nobility of the policing profession 
to ensure an absolute service mind-set.

• Develops a culture of learning, critical thinking, open mindedness, tolerance and healthy 
curiosity.

• Develops a moral compass and the requisite courage to do the right thing in any 
circumstance that ensures justice and the purpose of democratic policing.

• Ensures that officers understand, embrace and embody the trusting interdependence that 
is essential for effective partnerships with the community and the justice system.

• The ability to learn and think, discern, question, be curious, decide wisely, problem solve, 
intelligently debate, and compassionately serve – all while being morally and physically 
courageous are the essentials of effective policing. Policing requires the organization and 
its members to be grounded in the high core values of integrity, courage (moral), and 
character. To serve effectively, police officers must be happy, healthy, resilient, wise, and 
principle-centered. These attributes are not unique to policing but are simply the building 
blocks of a highly evolved, effective human being. Yet, rarely in police training are these 
attributes developed. They are left to each individual to discover – some do eventually, and 
many do not.
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Blue Courage Explanation:

• The Heart and Mind of the Guardian is an education process designed to ensure the 
development of a highly evolved police officer that is prepared at any moment to reflect the 
best of what policing demands. It is designed to forge a culture of leadership, character 
and service in the spirit of what democratic policing promises its citizenry. It is a process 
aimed at developing the right: Heartset, Mindset, Skillset and Toolset, enabling officers to 
meet the demands of modern policing.

• Todayʼs police officers are highly trained and highly skilled operationally. Historically, as 
much as 90% of police academy basic training is focused on skill development. The same 
is true of most in-service training for the remainder of an officerʼs career. While skill 
training is essential, it is incomplete. Reflecting on the mind-sets and behaviors that cause 
police agencies and officers trouble, erode community trust, place officers at greater risk 
or tarnish the image of policing – rarely are these due to a lack of skills. Most often it is a 
failure of something else – what Aristotle would call “Practical Wisdom.”

• Practical wisdom is how we understand the right way to do the right thing, in a particular 
circumstance, with a particular person, at a particular time. Arguably, this is foundational to 
police work and is necessary to master the “craft” of policing.

• This educational process is designed not as a class, but a process of continuing education 
through the development of a reinforcing culture and style of leadership that embodies the 
high character and ability that the Nobility of Policing demands. It is a process that will 
influence the influencers – the teachers, FTOʼs, trainers, and leaders who shape and mold 
what police officers will eventually become. And, Blue Courage will be an effective 
mechanism for transforming the existing police culture.

• Blue Courage will be a transformation process for individuals and organizations – its focus 
will be on developing the heart, mind, body and spirit of police officers that will endure for a 
lifetime
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Blue Courage Class Modules:

Foundations
Purpose: To introduce and orient participants to why Blue Courage is essential for success and 
offer background information as to how Blue Courage was developed and will be presented.

Research and background information supporting Blue Courage will be presented as well as 
the four-step pathway from inspiration to mastery. This in depth module will ensure that 
participants are learning ready by providing an inspiring overview of Blue Courage to include 
definitions and examples. 

Objectives: 
• Describe and explain the meaning of the color blue in policing. 
• Explain the definition and meaning of courage. 
• Paraphrase the need for Blue Courage as described in Chief David Couper’s book 

Arrested Development. 
• Compare and Contrast the Path from Inspiration to Mastery. 
• Examine the Dimensions of a Whole Person. 
• Explain the adaptive nature of Culture. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. 

Police Culture
Purpose: To ensure that participants understand the power and influence that police culture 
has on its members, and to understand that culture is “adaptive” and therefore essential for 
survival.

Police culture is unique with both healthy and unhealthy aspects, all of which significantly 
influence behaviors. Participants will engage in a dynamic discussion of police culture, how 
and why it evolves and what role individuals play in either perpetuating or shifting the existing 
culture. The objective is that officers understand the individual role they play in their culture 
and that they have the power through their own behavior to alter it for the better.

Objectives: 
• Describe the two types of Culture.  
• Identify the process needed to change a culture.  
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. Participants will create a class list of the 
healthy and unhealthy aspects of the police culture and the consequences for each. 
Participants will have the opportunity journal their reflections and commitments, from 
this module, in a directed learning journal exercise. 
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Nobility of Policing
Purpose: To reignite a sense of passion, purpose and commitment to the profession of 
policing, and for participants to understand the connection between purpose and engagement 
with oneʼs calling.

Cynicism and apathy have long been common in policing. This module sets out to reinforce the 
principles of our noble profession and to ingrain in officers the importance of purpose in 
policing. It is a motivating and inspiring reminder of what policing is about, the heroic and rich 
history and roots of policing, and a reminder of the social contract and ethical responsibilities of 
democratic policing.

Objectives 
• State the definition of Nobility. 
• Discuss the strengths and challenges of Nobility in policing today.  
• Discuss the strengths and challenges of Nobility in policing today.  
• Discuss critical responsibilities and the tools needed meet those critical responsibilities. 

The participants will receive an interactive lecture on each objective stated above and will have 
the opportunity to take notes in their participants guidebook and to discuss during small group 
and classroom discussions. Each cooperative learning group will create a list of what Nobility 
looks like in policing today, where policing is falling short and where we are strong in meeting 
that nobility of the profession, each group will share their ideas with the entire class. 
Participants will have the opportunity journal their reflections and commitments in a directed 
learning journal exercise. 

Respect
Purpose: To discuss the issue of respect and its fundamental role in building trust and healthy 
relationships while challenging behavior that compromises respect and human dignity.

One of the most basic and fundamental principles in human interaction is respect. The police 
professional who treats every person they encounter with human dignity and respect operates 
on a higher plane than those who alter their actions based on self-imposed labels, biases or 
judgment. In this module, we explore the meaning of respect and how itʼs applied to policing, 
leadership and a service mind-set.

Objectives 
• Explain nature of aspiring to respect and the road to respect. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. Participants will also journal on a time 
when the felt respected and disrespected and where did they find themselves on the 
road to respect in each situation. Participants will have the opportunity journal their 
reflections and commitments, from this module, in a directed learning journal exercise. 
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Resilience / Hope
Purpose: To understand the power of resilience, managing emotions, quieting the mind and 
storing and recovering energy, while practicing and developing the skills essential for 
resilience.

This module explores resilience as it pertains to operational readiness, officer safety, stress 
management and long-term health and wellness. Participants will learn the power and skills to 
control thoughts and emotions for the purpose of performing in “peak state” in the face of 
extreme challenge. Calling on the work of The Institute of Heart Math, participants will learn the 
science behind developing resilience, while developing a heightened awareness of the “state” 
they are in at any given moment.

Objective 
• Explain the definitions of coherence and resilience.  
• Demonstrate the 16 Seconds to Clarity/Stillness and Silence (SnS).  
• Describe the indicators of Heart Rate Variability, and affects it has on both physical and 

mental performance. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. Participants will be guided through the 
focused breathing process of 16 Seconds to Clarity/Stillness and Silence. Participants 
will have the opportunity journal their reflections and commitments, from this module, in 
a directed learning journal exercise. 

Positive Psychology
Purpose: To learn the importance of a positive, grateful, hopeful perspective to a long, healthy, 
happy and productive life, and the power individuals has to control their thinking.

The growing field of positive psychology is clear. We can control our thoughts, and the nature 
of our thoughts clearly influences every aspect of our lives including: attitude, judgment, 
cognitive ability, health and wellness, and longevity in life. This module provides tangible steps 
to re-wiring our brains to see the positivity in situations instead of concentrating on the 
negative. Healthy practices will be presented to participants to ensure they can develop the 
habits of positive psychology.

Objective 
• Explain the nature of positive psychology. 
• Explain why understanding the importance of positive psychology is critical to life.  
• Examine the process for re-wiring the brain for positivity. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. Participants will have the opportunity 
journal their reflections and commitments, from this module, in a directed learning 
journal exercise. 
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Practical Wisdom
Purpose: To encourage critical thinking and effective decision making through learning the 
definition of Practical Wisdom and the foundations and virtues of one who does the right thing, 
that serves the right purpose in any circumstances.

The authors of the book “Practical Wisdom” teach us that it is about creating the right outcome 
in challenging circumstances where there is no clear distinction between several options, all of 
which can be defended as right. This module will teach the essential elements of Practical 
Wisdom and why it is critical in todayʼs world of policing. Participants will learn what is required 
for one to think practically and with what we would call – common sense.

Objective 
• Explain the three elements needed to develop practical wisdom.  
• Discuss the requirements needed to develop a practically wise cop.  
• Discuss the learning process for developing practical wisdom. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. Participants will have the opportunity 
journal their reflections and commitments, from this module, in a directed learning 
journal exercise. 

Health / Wellness & High-Performing Brains
Purpose: Participants will learn the role a healthy brain plays in long-term health, wellness and 
happiness. They will also learn simple routines, and practices to maintain a healthy brain and 
body.

Culling from the work of Daniel Amenʼs “Change Your Brain Change Your Life,” participants will 
learn that the brain is the hardware in the body that controls performance. This module 
teaches that brainpower can be increased by consciously “feeding” the brain with exercise, 
sleep, and other essential positive habits. Suggested routines and rituals for maintaining a 
healthy mind and body will be demonstrated and connected to previous modules for overall 
well-being.

Objective 
• Discuss the risk factors for being unfaithful to health and wellness in all four dimensions 

of a whole person. 
• Describe the Blue Courage Tabata Workout. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. Participants will make a 21-day 
commitment to themselves to improve their over all well-being by making one self-
commitment in each of the four dimensions of the whole person. Participants will have 
the opportunity journal their reflections and commitments, from this module, in a 
directed learning journal exercise. 
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The Immortal Cop
Purpose: To understand that while we are all mortal, the nobility of policing and the service and 
sacrifice to something greater than oneʼs self can leave a legacy, and make us immortal, never 
to be forgotten.

The Immortal Cop is about embracing our own legacy. We will discuss the power police 
officers have to make a distinctive contribution to the lives of those we interact with as police 
officers. This discussion will inspire officers to awaken to the fact that we are shaping our 
legacy in our every action. That the lives we touch in the course of our careers become the 
story of our own lives and work. And the good deeds we do in service of others will live on - 
immortal.

Objective 
• Appraise the nature of immorality of policing. 
• The participants will receive an interactive lecture on each objective stated above and 

will have the opportunity to take notes in their participants guidebook and to discuss 
during small group and classroom discussions. 

Course Methodologies:
The Blue Courage course offers a multiple instructional methodology approach in its 2 day 
class with;

1. Direct Instruction – Lecture
2. Indirect Instruction – Case Studies
3. Experiential Learning – Simulations, Focused Imaging
4. Independent Study – Homework, Research
5. Interactive Instruction – Group Discussions (both class and small group), Co-Operative 

Learning Groups

Course Materials:
• Blue Courage Participant Guidebook
• Nobility of Policing book
• Resilience Advantage pocket guide
• Blue Courage Journal
• Blue Courage Mirror
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CITY AND COUNTY OF SAN FRANCISCO 
U U 

POLICE DEPARTMENT 
HEADQUARTERS 

1245  3RD Street 
San Francisco, California 94158 

LONDON N. BREED 
MAYOR 

WILLIAM SCOTT 
CHIEF OF POLICE 

July 2, 2020 

Honorable Police Commission 
City and County of San Francisco 
1245 3rd Street 
San Francisco, CA 94158 

Dear Commissioners: 

RE: Second Quarter 2020: Audit of Electronic Communication Devices for Bias 

As part of the Department's ongoing efforts to ensure organizational integrity regarding the 
potential for bias in department-issued communication devices, the Internal Affairs Division 
(TAD) has submitted the audit results for the Second Quarter 2020. 

There are three platforms which are monitored for potential racial bias using a word list 
developed by the Department's Chief Information Officer: Level TI (CLETS), E-mail, and text 
messages sent via Department-issued cellular phones. 

It is important to note that due to system limitations, the audit process does not read the context 
of the words, as a result, false-positive hits may be generated. To validate the hit, the entire 
entry, e-mail message, or text that contains one of the words is thoroughly reviewed by TAD 
personnel to determine the context in which the term was used. Those hits determined to be 
potentially biased are investigated, and all others (false-positive hits) are archived. 

Level II: California Law Enforcement Telecommunications System (CLETS) 
A program was established which searches all entries made into this system using an 
established word list. The audit process is passive in nature and runs continuously. If a member 
uses one of the identified words, a "hit" is generated automatically and sent to TAD personnel 
via the Level TI access portal. Each hit is printed, scanned, and saved to file. Staff analyzes 
every hit throughout the week, and those determined to be potentially biased are investigated. 

Second Quarter Results 
There were 35 hits returned and analyzed; none were determined to be potentially biased. 

492

dave.johnson
Typewritten Text
Attachment I



v cou"\,") 

, 1;, L' 

LONDON N. BREED 
MAYOR 

CITY AND COUNTY OF SAN FRANCISCO 

POLICE DEPARTMENT 
HEADQUARTERS 

12453 RD  Street 
San Francisco, California 94158 

WILLIAM SCOTT 
CHIEF OF POLICE 

Department E-Mail: 
All e-mails sent and received (internally and externally) through the Departments server are 
audited using an established word list. The audit process is passive in nature. If an e-mail 
contains one of the identified words on the list, a hit is generated automatically and sent to TAD 
personnel via an e-mail address exclusively used for this audit process. Those c-mails are saved 
and maintained on the server. Staff analyzes every hit, and those determined to be potentially 
biased are investigated. 

Second Quarter Results 
There were 274 hits returned and analyzed; none were determined to be potentially biased. 

Text Messaging via Department-issued Cellular Phones: 
Audits of text messages sent and received (internally and externally) via each Department issued 
phone is conducted by lAD. Staff is trained to conduct active audits using a program developed 
by the cellular provider, AT&T, and the Information Technology Division. Every 30 days, a 
search is done of all texts using an established word list. Additional terms can be used as well. 
Search parameters allow staff to search Department systems for historical texts if necessary. For 
data not available on local systems, the cellular provider will be contacted to determine if 
additional information still exists on their servers. Staff analyzes every hit to determine the 
context in which the term was used. Those hits determined to be potentially biased are 
investigated. All false-positive hits are saved by AT&T. 

Second Quarter Results 
There were 68 hits returned and analyzed; none were determined to be potentially biased. 

Sincerely, 

LAiQLLQt 
WILLIAM SCOTT 
Chief of Police 

Attachment 
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Audit Results 2nd Quarter (Apr-Jun 2019) 

Type Date # of Hits # of Potential Bias Hits by members of Department 

CLETS/LEVEL II 04/01/19-04/30/19 6 0 

 

05/01/19-05/31/19 15 0 

 

6/01/19-06/30/19 14 0 

 

Totals: 35 0 

 

Totals of Conf. hits 0 0 

E-mails 04/01/19-04/30/19 111 0 

 

05/01/19-05/31/19 72 0 

 

6/01/19-06/30/19 91 0 

 

Totals: 274 0 

 

Totals of Conf. hits 0 0 

Texts 04/01/19-04/30/19 31 0 

 

05/01/19-05/31/19 18 0 

 

6/01/19-06/30/19 19 0 

 

Totals: 68 0 

 

Totals of Conf. hits 0 0 

                    

All hits are evaluated by members of TAD for context to determine if they are related to bias. 

All the results are from utilizing the new Bias word list approved 03/07/17. 
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LONDON N. BREED 
MAYOR 

CITY AND COUNTY OF SAN FRANCISCO 

POLICE DEPARTMENT 
HEADQUARTERS 

1245 3  RD  Street 
San Francisco, California 94158 

WILLIAM SCOTT 
CHIEF OF POLICE 

April 15, 2020 

Honorable Police Commission 
City and County of San Francisco 
1245 3rd Street 
San Francisco, CA 94158 

Dear Commissioners: 

RE: First Quarter 2020: Audit of Electronic Communication Devices for Bias 

As part of the Department's ongoing efforts to ensure organizational integrity regarding the 
potential for bias in department-issued communication devices, the Internal Affairs Division 
(TAD) has submitted the audit results for the First Quarter 2020 

There are three platforms which are monitored for potential racial bias using a word list 
developed by the Department's Chief Information Officer; Level II (CLETS), E-mail, and text 
messages sent via Department-issued cellular phones. 

It is important to note that due to system limitations, the audit process does not read the context 
of the words, as a result, false-positive hits may be generated. To validate the hit, the entire 
entry, e-mail message, or text that contains one of the words is thoroughly reviewed by TAD 
personnel to determine the context in which the term was used. Those hits determined to be 
potentially biased are investigated, and all others (false-positive hits) are archived. 

Level II: California Law Enforcement Telecommunications System (CLETS) 
A program was established which searches all entries made into this system using an 
established word list. The audit process is passive in nature and runs continuously. If a member 
uses one of the identified words, a "hit" is generated automatically and sent to lAD personnel 
via the Level II access portal. Each hit is printed, scanned, and saved to file. Staff analyzes 
every hit throughout the week, and those determined to be potentially biased are investigated. 

First Quarter Results 
There were 28 hits returned and analyzed; none were determined to be potentially biased. 

496



0 00V, 

LONDON N. BREED 
MAYOR 

CITY AND COUNTY OF SAN FRANCISCO 

POLICE DEPARTMENT 
HEADQUARTERS 

1245 3
 ID  Street 

San Francisco, California 94158 

Department E-Mail: 
All e-mails sent and received (internally and externally) through the Department's server are 
audited using an established word list. The audit process is passive in nature. If an e-mail 
contains one of the identified words on the list, a hit is generated automatically and sent to TAD 
personnel via an e-mail address exclusively used for this audit process. Those e-mails are saved 
and maintained on the server. Staff analyzes every hit, and those determined to he potentially 
biased are investigated. 

First Quarter Results 
There were 213 hits returned and analyzed; none were determined to be potentially biased. 

Text Messaging via Department-issued Cellular Phones: 
Audits of text messages sent and received (internally and externally) via each Department issued 
phone is conducted by lAD. Staff is trained to conduct active audits using a program developed 
by the cellular provider, AT&T, and the Information Technology Division. Every 30 days, a 
search is done of all texts using an established word list. Additional terms can be used as well. 
Search parameters allow staff to search Department systems for historical texts if necessary. For 
data not available on local systems, the cellular provider will be contacted to determine if 
additional information still exists on their servers. Staff analyzes every hit to determine the 
context in which the term was used. Those hits determined to be potentially biased are 
investigated. All false-positive hits are saved by AT&T. 

First Quarter Results 
There were 23 hits returned and analyzed; none were determined to be potentially biased. 

Sincerely, 

WILLIAM SCOTT 
Chief of Police 

Attachment 
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Audit Results 1st Quarter (January-March 2020) 
Type Date # of Hits # of Confirmed Bias Hits by members of Department 

CLETS/LEVELII 01/1/20-01/31/20 10 0 

 

02/01/20-02/28/20 9 0 

 

03/01/20-03/31/20 9 0 

 

Totals: 28 0 

 

Totals of Conf. hits 0 0 

E-mails 01/01/20-01/31/20 88 0 

 

02/01/20-02/28/20 36 0 

 

03/01/20-03/31/20 89 0 

 

Totals: 213 0 

 

Totals of Conf. hits 0 0 

Texts 01/01/20-01/31/20 4 0 

 

02/01/20-02/28/20 8 0 

 

03/01/20-03/31/20 11 0 

 

Totals: 23 0 

 

Totals of Conf. hits 0 0 

                    

All hits are evaluated by members of TAD for context to determine if they are related to bias. 

The results for E-mails and Texts are from utilizing the new Bias word list approved 03/07/17. 

The results from CLETS are from the prior word list. 
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LONDON N. BREED 
MAYOR 

CITY AND COUNTY OF SAN FRANCISCO 

POLICE DEPARTMENT 
HEADQUARTERS 

12453 11D  Street 
San Francisco, California 94158 

WILLIAM SCOTT 
CHIEF OF POLICE 

January 15, 2020 

Honorable Police Commission 
City and County of San Francisco 
1245 3rd Street 
San Francisco, CA 94158 

Dear Commissioners: 

RE: Fourth Quarter 2019: Audit of Electronic Communication Devices for Bias 

As part of the Department's ongoing efforts to ensure organizational integrity regarding the 
potential for bias in department-issued communication devices, the Internal Affairs Division 
(lAD) has submitted the audit results for the Fourth Quarter 2019. 

There are three platforms which are monitored for potential racial bias using a word list 
developed by the Department's Chief Information Officer; Level II (CLETS), E-mail, and text 
messages sent via Department-issued cellular phones. 

It is important to note that due to system limitations, the audit process does not read the context 
of the words, as a result, false-positive hits may be generated. To validate the hit, the entire 
entry, e-mail message, or text that contains one of the words is thoroughly reviewed by TAD 
personnel to determine the context in which the term was used. Those hits determined to be 
potentially biased are investigated, and all others (false-positive hits) are archived. 

Level II: California Law Enforcement Telecommunications System (CLETS) 
A program was established which searches all entries made into this system using an 
established word list. The audit process is passive in nature and runs continuously. If a member 
uses one of the identified words, a "hit" is generated automatically and sent to TAD personnel 
via the Level II access portal. Each hit is printed, scanned, and saved to file. Staff analyzes 
every hit throughout the week, and those determined to be potentially biased are investigated. 

Fourth Quarter Results 
There were 40 hits returned and analyzed; none were determined to be potentially biased. 

Pg. 1 
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CITY AND COUNTY OF SAN FRANCISCO 

POLICE DEPARTMENT 
HEADQUARTERS 

1245 3  R1  Street 
San Francisco, California 94158 N 

LONDON N. BREED 
MAYOR 

WILLIAM SCOTT 
CHIEF OF POLICE 

Department E-Mail: 
All e-mails sent and received (internally and externally) through the Department's server are 
audited using an established word list. The audit process is passive in nature. If an e-mail 
contains one of the identified words on the list, a hit is generated automatically and sent to TAD 
personnel via an e-mail address exclusively used for this audit process. Those e-mails are saved 
and maintained on the server. Staff analyzes every hit, and those determined to be potentially 
biased are investigated. 

Fourth Quarter Results 
There were 287 hits returned and analyzed; one was determined to be potentially biased. 

Text Messaging via Department-issued Cellular Phones: 
Audits of text messages sent and received (internally and externally) via each Department issued 
phone is conducted by TAD. Staff is trained to conduct active audits using a program developed 
by the cellular provider, AT&T, and the Information Technology Division. Every 30 days, a 
search is done of all texts using an established word list. Additional terms can be used as well. 
Search parameters allow staff to search Department systems for historical texts if necessary. For 
data not available on local systems, the cellular provider will be contacted to determine if 
additional information still exists on their servers. Staff analyzes every hit to determine the 
context in which the term was used. Those hits determined to be potentially biased are 
investigated. All false-positive hits are saved by AT&T. 

Fourth Quarter Results 
There were 45 hits returned and analyzed; none were determined to be potentially biased. 

Sincerely, 

tiQL 
WILLIAM SCOTT 
Chief of Police 

Attachment 
pg. 2 
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Audit Results 4th Quarter (October-December 2019) 

Type Date # of Hits # of Confirmed Bias Hits by members of Department 

CLETS/LEVEL II 10/01/19-10/31/19 13 0 

 

11/01/19-11/30/19 16 0 

 

12/01/19-12/31/19 11 0 

 

Totals: 40 0 

 

Totals of Conf. hits 0 0 

E-mails 10/01/19-11-30/19 118 0 

 

11/01/19-11/30/19 71 0 

 

12/01/19-12/31/19 98 0 

 

Totals: 287 0 

 

Totals of Conf. hits 1 1 

Texts 10/01/19-10/31/19 22 0 

 

11/01/19-11/30/19 12 0 

 

12/01/19-12/31/19 11 0 

 

Totals: 45 0 

 

Totals of Conf. hits 0 0 

                    

All hits are evaluated by members of TAD for context to determine if they are related to bias. 

The results for E-mails and Texts are from utilizing the new Bias word list approved 03/07/17. 

The results from CLETS are from the prior word list. 
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