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 “93% of police work is one‐on‐one communication and 

the ability to communicate with all of the citizens in our 

communities is critical to successful policing.”1  
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Introduction 
 
The Police Conduct Oversight Commission assures that police services are delivered in a lawful 

and nondiscriminatory manner and provides the public with meaningful participatory oversight 

of  police  policy  and  procedure.  Commission  members  have  a  variety  of  responsibilities 

including shaping police policy, auditing cases, and engaging  the community  in discussions of 

police procedure. The Commission strives to be the citizen advisory group the community relies 

upon to openly discuss policy and procedures of the Minneapolis Police Department, to voice 

concerns  regarding  law enforcement/civilian  interactions, and  the organization  that advances 

credible and meaningful feedback, without obligation to political influences, for the betterment 

of the City of Minneapolis. For more  information about the work of the Commission, meeting 

times  and  locations,  and  meeting  minutes,  please  visit  the  Commission  website  at 

http://www.ci.minneapolis.mn.us/civilrights/conductcomm/index.htm.  

 

Additionally,  in  the  Police  Conduct  Oversight  Ordinance,  the  Commission  has  direction  to 

"facilitate, along with the police department, appropriate cultural awareness training for sworn 

officers  as  determined  by  the  commission."2  The  Commission  may  also  "review  police 

department  policies  and  training  procedures  and make  recommendations  for  change."3  To 

facilitate this process, the Commission created this study by motion on January 14, 2014, at the 

regular Commission meeting. The motion requests the Office of Police Conduct Review to: 

1. Compile  cultural  awareness/sensitivity  training  provided  to  police  departments 

throughout  the  country with  a  focus on  (but not  limited  to) police departments  that 

work with similar populations as those in Minneapolis; 

2. to outline the different models of cultural awareness and sensitivity training provided to 

law enforcement, including the Minneapolis Police Department; 

3. to identify any best‐practices regarding cultural awareness/sensitivity training; and 

4. to deliver a report to the Commission discussing the results of the research. 

This report shall address each of the objectives in the motion.   
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Methodology 
 
The study was conducted  in several steps. First, the Office submitted data requests to a cross 

section of  law enforcement agencies across the United States. The Office requested all public 

information  regarding  cultural  awareness  trainings  used  by  the  various  agencies.    To 

supplement  this  information,  the Office  also  researched  publicly  available  law  enforcement 

cultural awareness trainings. The outside agencies were: 

 

- Saint Paul Police Department, Minnesota 

- Milwaukee Police Department, Wisconsin 

- Oakland Police Department, California 

- Bakersfield Police Department, California 

- The Department of Homeland Security, Office for Civil Rights and Civil Liberties 

- Miami Police Department, Florida 

- Seattle Police Department, Washington 

- Santa Ana Police Department, California 

 

To supplement this research, the Office reviewed academic articles concerning adult and officer 

education styles. The Office also attended the National Association of Civilian Oversight of Law 

Enforcement annual conference  in September of 2014, and specific to this report, workshops 

on the role of civilian oversight in officer training 

 

Second,  the  Commission  requested  and  received  several  presentations  by  the Minneapolis 

Police Department on  current MPD  training  initiatives and past  cultural awareness  trainings. 

Along with the presentations, the Commission also requested MPD training materials to analyze 

gaps  and  areas  for  improvement  and  innovation.  These  presentations  occurred  during  the 

March, April, June, and August meetings of 2014. 

 

Third, the Office worked with Commissioners to develop potential cultural awareness training 

frameworks. Frameworks can  transform existing  training along with  the  trainings collected  in 

this  report  into  a  coordinated  plan  designed  to  address  information  gaps  and  provide 

Minneapolis police officers the tools for effective, non‐biased, and constitutional policing.  
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Results 

	

	

	

	

	

	

	

Summary	
 

First, an article by practitioners discusses  lessons  learned from a  lengthy career in the training 

of officers  in  cultural awareness  issues.  It provides practical advice  for  those  looking  to  start 

such  a  program. Next,  an  article  by  an  author  relying  on  different  personality/learning‐style 

typologies provides  recommendations  for cultural awareness  trainings. Next, a summary of a 

NACOLE conference session discusses the role of civilian oversight  in police training. Following 

this, find summaries and material provided by each of the cities and federal government. When 

possible, each section will provide direct links to the material. If reading this document in print, 

find the same material in the appendix to the report. 
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Cultural Sensitivity Rediscovered: Developing Training Strategies for Police 

Officers4 

 
To purchase a copy of the article, visit http://bit.ly/1zk6Y3n 
Because the article is copyrighted, it cannot be included as an appendix.  

 

This article first provides a history of police‐minority relations.  It also covers the development 

of  cultural  sensitivity  training  using  two models  created  in  the wake  of  critical  incidents,  a 

statewide model implemented by South Carolina and a local model implemented in Milwaukee. 

It  extrapolates  from  these  models  an  outline  of  critical  issues  involved  in  cultural 

awareness/human  relations  training  for  police.  It  concludes  with  lesson  plan  suggestions 

addressing a variety of audiences and subjects.  

 

The South Carolina model developed as a result of the shooting of a young, African‐American 

man.5  Residents  viewed  the  shooting  “not  as  an  isolated  incident,  but  as  indicative  of 

widespread problems  throughout  the state  in police  relations with African‐Americans.”  6 This 

led  to  a  push  by  community  groups  to  evaluate  and  implement  police  training  in  “human 

relations, racism, crisis  intervention, and use of force.” 7  In South Carolina, the South Carolina 

Criminal Justice Academy (SCCJA) is the only authorized law enforcement training facility in the 

state maintains  the  authority  to  impose  training  requirements  upon  officers  throughout  the 

state.8 Hence, the responsibility to revise and create cultural awareness training rested with the 

SCCJA, not a local police department.  

 

The department, when confronted by community groups, established a permanent committee 

“composed  of  community  representatives  and  experienced  minority  police  executives  to 

develop, implement, guide, and evaluate Human Relations Training at the basic, in‐service, and 

supervisory  levels.”9 The mission  created by  the  committee  seeks  to develop and evaluate a 

“Human  Rights  curriculum  that will  enable  South  Carolina  Law  Enforcement  to  perform  its 

duties so that, each citizen is accorded his or her civil and human rights in accordance with the 

law.”10 This composition and mission closely resembles those of the PCOC. 

 

Alternatively,  police  training  in  Wisconsin  is  almost  entirely  decentralized.  The  Wisconsin 

Department  of  Justice  Division  of  Law  Enforcement  Services  sets  content  for  basic  recruit 

training,  provides  some  statewide  training,  and  coordinates  training  programs.11  They  act 

largely  in  an  advisory  capacity  and  oversee  annual  training  requirements.12  In  Wisconsin, 

particularly  Milwaukee,  the  demand  for  increased  cultural  awareness  training  arose  as  a 

response  to  the  Jeffrey  Dahmer murder  case,  namely  that  officers  released  a  14  year  old 

Laotian boy back  into Dahmer’s  custody after Dahmer  told  them  it was a  “lovers quarrel.”13 
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Police also allegedly disregarded reports by three African American women who attempted to 

intervene, causing notable tension between the Milwaukee police and Asian, African‐American, 

Hispanic, and GLBTQ communities.14 

 

In  response,  Milwaukee’s  mayor  created  a  Blue  Ribbon  Commission  on  Police‐Community 

Relations  to examine police “service  to  the public, particularly  in  the areas of  responsiveness 

and sensitivity to diversity within the community and to make recommendations for improved 

police‐community  relations.”15  The  Commission  concluded  that  cultural  awareness  training 

fostered  “good  relationships  and  effective  policing.”16  The  Milwaukee  Police  Department 

requested and adopted proposals for cultural awareness training. 

 

The authors, by reviewing the work of these two bodies and through extensive involvement in 

cultural diversity awareness training, created the following key strategies to ensure effective: 

1. Know the audience.17  

a. Approaching sensitive topics with an understanding of the practical difficulties faced 

by officers will establish credibility. Officers will dismiss trainers as  irrelevant when 

the material is approached from a purely academic standpoint. 

2. Create a positive learning environment.18  

a. Assist  participants  in  feeling  included  and  not  under  attack.  Hence,  avoiding 

community  activists  as  trainers  may  be  preferable  so  officers  do  not  feel 

intimidated. Additionally, the class should include officers as the sole participants so 

they feel “safe and unthreatened” by other participants to facilitate participation. 

3. Establish the practical relevance of the training.19 

a. Officers  will  feel  engaged  when  the material  has  practical  implications  for  daily 

activities  and  concerns.  Personal  experiences  and  everyday  examples  of  concepts 

make  it  tangible.  Key  issues  are  officer  safety,  issues  of  liability,  and  law 

enforcement effectiveness. 

4. Include lectures and group work.20 

a. Utilizing multiple methods  of  instruction  such  as  group  discussion,  practical  skills 

development,  and  role  playing  help  prevent  the  training  from  becoming  too 

academic or lecture‐oriented. This allows the trainees to develop personal solutions 

to issues and to interact with the ideas presented. 

 

5. Know and express the limits of the training.21 

a. The  training  requires  an  exchange  of  ideas,  careful  thought,  and  personal  self‐

reflection. The training cannot provide specific guidelines or universal formulae that 

will apply to every situation.  

6. Emphasize human relations skills.22 

a. The material is not completely new to the officers as they all possess some ability to 

interact with others. The goal  is “to help police officers perform their  job  in a way 
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that  is  less  likely to alienate any member of society, not just members of particular 

groups,” and “fine tune the human relations skills they already possess.”  

7. Use trainers committed to the training23 

a. The  trainer must  fully  embrace  the  subject matter  and  that  the  course  is  truly 

worthwhile.  Trainers who  see  the  course  as  a  response  to  a  complaint  or  public 

relations incident may feel that they are blamed for problems in the police‐minority 

context.  

8. Recognize the importance of terminology24 

a. Key  buzz words  are  sensitivity  and  culture.  The  authors  posit  that  “sensitivity  is 

inherently  accusatory  because  the  assumption  [by  officers]  is  that  [they]  are 

insensitive.” The authors also state that officers view training on issues of “culture” 

as designed “to give special treatment to minority cultures” while officers “maintain 

that  their  job  is  to  enforce  the  law  uniformly,  without  regard  to  race,  class,  or 

gender.”  The  authors  state  that  the  training  should  be  presented  as  a  “universal 

issue  that  can  help  the  officers  deal  with  all  segments  of  the  population more 

effectively.” The authors suggest that “human relations training” be used to describe 

the training and material. 

 

The authors also provide  five  key areas  to  cover during  the  training or  series of  trainings  to 

ensure that the material is absorbed: 

1. Demonstrate the relevancy of the training.25 

a. The  benefit  of  the  program  must  be  clear  to  officers  to  prevent  dismissal  as 

irrelevant.  As  such,  the  authors  recommend  that  the  instructor  first  create  and 

present objectives  that officers  can appreciate. For example,  the  course objectives 

could be  to  increase  the officers’ understanding of history and  special  concerns of 

various  segments of  the police and community,  to  refine human  relations  skills,  to 

reduce  the  number  of  citizen  complaints,  to  reduce  the  number  and  severity  of 

lawsuits, and/or to reduce injuries among officers.  

b. The authors recommend that embedded in the training is a clear message that it will 

improve  effectiveness  and  safety,  reduce  liability,  focus  on  actual  police  work, 

improve performance evaluations,  increase promotional possibilities,  reduce stress, 

and increase historical knowledge of the contribution of minority groups. 

 

2. Recognizing Personal Prejudices.26 

a. The  authors  posit  that  this may  be  the most  difficult  part  of  the  training,  as  it 

requires officers to recognize and accept personal prejudices while reflecting on how 

they impact performance. The concept of bias or prejudice should be presented in a 

very neutral fashion. To do so, the authors suggest that the presenter disclose past 

personal prejudices and demonstrate a willingness to reflect.  
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b. The  authors  provide  a  list  of  connected  concepts  that might  allow  officers  to  be 

willing to recognize personal tendencies: assumptions and prejudices are a necessary 

part  of  society;  certain  prejudices  promote  officer  safety  and  law  enforcement; 

officers’ biases  reflect  that of our  society; prejudices may differ  from behaviors or 

action;  identification  of  these  biases  help  officers  prevent  prejudicial  behavior; 

prejudiced  behavior  negatively  impacts  police.  This  flow  helps  officers move  from 

“exploring  productive  prejudices,  to  neutral  ones,  and  finally  to  examining  the 

destructive ones that negatively affect officer behavior.” 

3. Police‐minority Relations.27 

a. The authors recommend that this section be taught in a lecture format, with a focus 

on  the  historical  relationship  between  police  and  minority  communities  to  take 

pressure off the individual officers attending. Statistics related to the criminal justice 

system and minority groups can allow the presenter to communicate neutrally. The 

presenter can transition  from statistical material  into a discussion on how this may 

impact  the  public’s  potential  “fears,  emotions,  stereotypes,  and  prejudices” when 

dealing with the police. 

4. Specific skills training.28 

a. The authors describe this section as training to “reduce tension and conflict in 

interactions with community members” and improve “communication between the 

police and the community.” This aspect of the training lends itself to role play and 

interactive demonstrations. Role play allows officers to voice the concerns of 

community members, potentially leading to a greater understanding of concerns. 

The authors suggest that the training focus on subtle forms of prejudice and bias, 

such as factors affecting arrest decisions and the characteristics of a group, culture, 

or neighborhood. The authors stress that trainers should allow participants to come 

to recognize their own decision‐making to avoid a defensive attitude and rejection.  

5. Management issues.29 

a. This  training  block  is  specific  to  police  executives  and  supervisors.  The  authors 

suggest  that  executives  need  to  receive  cultural  awareness  training  for  three  key 

reasons:  (1)  to  demonstrate  to  the  rank‐and‐file  and  to  the  public,  that  the 

administration  “does  not  perceive  the  line  officer  as  the  problem;”  (2)  to  show 

support  for  the concepts addressed  in  the  training  through action; and  (3)  to build 

the materials  covered  in  the  training  into  strategy  to  enhance  police‐community 

relationships and law enforcement.   
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Cultural Awareness Training for Police in the United States30 
 
See Appendix 1 
 
In the article, the author utilizes data on law enforcement Myers‐Briggs test results to develop 

an understanding of police learning styles and effective content for a training course focused on 

cultural awareness. The author draws  the conclusion  that programs designed  for  the general 

public do not work particularly well in police audiences, largely due to the nature and learning 

styles of  law enforcement profession.31 Hence, there  is a need to develop unique training  for 

officers.  

 

First, the author divides learners into two types based on the Myers‐Briggs system and the Law 

Enforcement Type Sorter, “sensing” types and “intuitive” types.32 Results of these tests suggest 

that  approximately  85%  of  police  fall  into  the  sensing  type.33  Sensing  type  officers  “prefer 

perception  directly  observed  and  interpreted  through  the  five  senses.”34  They  “are  fact  and 

detail‐oriented with a great capacity for seeing the world as it really is.”35 Sensors “like concrete 

things  they  can  see,  touch, and handle with practical experience.”36  Finally,  they  “learn best 

when given a clear, objective rationale and like giving and receiving critical analysis.”37  

 

The author places the remaining 15% of officers  into the  intuitive category. The author states 

that intuitive types “prefer to use subjective logic when making decision” and often “go beyond 

the basic information and look for meanings and potentials.”38  The author states that they are 

“conversational, people‐oriented officers who prefer to communicate and deal with people  in 

more considerate, tactful, sociable, caring and diplomatic terms.”39 

 

Hence, the curriculum should largely appeal to the “pragmatic, thinking types” or sensing types. 

“To  have  the most  impact,  cultural  awareness  courses must  be  logically  structured,  reality 

based, and relevant to the job of policing.”40 They must understand why it is important to their 

profession and image.  

 

The author believes that the most effective trainers are members of their own departments, as 

outside  trainers  with  no  law  enforcement  background  do  not  appear  credible  to  sensing 

types.41 When members of the department are professionally trained to conduct trainings, “the 

importance  to  the  department  is  emphasized  and  apparent.”42  The  author  posits  that 

instructors should be “credible, respected officers who have experience working the street.”43 

The author notes that the most difficult aspect of designing and conducting cultural awareness 

programs is for the trainers to “step outside themselves and their own values, prejudices, wants 

and needs” to get the message across “without blaming or scolding the attendees.”44 
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As such, the author suggests that instructors work more as facilitators than teachers. The goal is 

to help officers understand  the pragmatic aspects of  the  training and how  it will affect  their 

profession. The material should be contextually relevant and directed towards the function of 

the  various  officer  duties.  The  author  recommends  that  30‐35  attendees meet  in  a  group 

discussion format.45 Auditorium or “seats forward” classes “set the  instructor(s) up as experts 

and great targets for various barbs and rhetorical questions that disrupt.”46  

 

The  author  divides  content  into  two  models,  the  “Race  Relations  Models”  and  “Cultural 

Awareness  Models.”47  Race  relation  models  are  “focused  primarily  on  increasing  people’s 

awareness  of  their  own  racism  and  understanding  of  the  structural  dynamics  of  racism.”48 

Cultural Awareness models focus on “how the world is changing and what those changes mean 

to the profession.”49 They involve a wide variety of presentation styles as sense learners prefer 

practical experiences over abstract  lecture methods.50 As such, the author concludes that the 

Cultural  Awareness  Model  is  more  effective  than  the  Race  Relations  Model  in  reaching 

officers.51 
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Oversight’s Role in Police Training52  
 
For the official course description, see Appendix 2  

 

Michael Gennaco, Chief Attorney of  the Office of  Independent Review  in Commerce, CA and 

Samara Marion,  Attorney  and  Policy  Analyst  from  the  Office  of  Citizen  Complaints  in  San 

Francisco,  CA  provided  participants with  a  discussion  about  the  role  of  civilian  oversight  in 

police training, topics or areas of expertise civilian oversight agencies offer, and resources and 

strategies for developing police training. The second and third sections were most relevant to 

this study. 

 

The presenters discussed  the unique opportunity  to be  the bridge between  law enforcement 

and the community. They stressed the intrinsic link between training and policy. By linking clear 

training  to  policy  recommendations,  civilian  oversight  agencies  ensure  that  they  have  an 

opportunity  to  speak a common  language with officers. The  link between policy and  training 

also helps translate policy to street interactions. Policy also leverages the complaint process as 

an outcome if training is not followed. 

 

As an example, Samara Marion described the efforts of civilian oversight and the San Francisco 

Police Department  to develop policy on Limited English Proficiency  (LEP) and  training on  the 

practical effects of such policy. The original general LEP order and the 2014 modification can be 

found in Appendix 3. The department developed a training video in conjunction with the civilian 

review agency for both officers and the public to ensure the message was heard. To view the 

video, visit http://youtu.be/i8qY1zi0tzc. 

  

The  concepts discussed  in  the  two prior articles are evident. First, a message  from  the  chief 

demonstrates  executive  buy‐in  to  the  new  policies  and  training.  The  video  focuses  on  a 

practical  situation  officers  reported  facing  in  the  field,  elder  abuse where  the  elder  speaks 

limited  or  no  English.  The  video  uses  actual  officers  to  demonstrate  the  situation  and 

techniques,  providing  legitimacy.  The  flow  is  logical  and  demonstrates  the  law  enforcement 

value  in  following  policy  by  showing  an  outcome  that  could  only  be  achieved  by  following 

policy. The policy itself is repeatedly depicted within and tied to various situations.    

 

A similar video was described and a portion was shown that will detail procedures for arresting 

adults in front of their children or young relatives. The goal of upcoming policy on the issue was 

to  lessen  the  dramatic  effect  of witnessing  a  loved  one  arrested  on  children.  It will  contain 

similar methods as the LEP video. 

 

Presenters stressed that the training idea must be sound and provided the example of training 

to use warning  shots. Gennaco noted  that when  formulating  training,  an  agency must  think 
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about  the  reaction  of  the  department,  oversight  agency,  and  public.    If  training 

recommendations  are  rejected  or  impractical,  policy  is  unlikely  to  follow  and  the  agency’s 

credibility will be tarnished. 

 

Finally,  the  presenters  discussed  the  benefit  of  working  with  the  community  and  police 

department to develop training. Both sides bring information to the table that the other might 

not be able to do. Police are aware of common issues faced by line officers, and the community 

is aware of where conflict may be occurring due to cultural awareness. 

 

At the same conference, OPCR staff also attended a workshop entitled, Cultural Competencies: 

Working  with  LGBTQ  Victims  of  Police Misconduct.53 While  the  workshop  was  focused  on 

improving civilian agencies’ interaction with LGBTQ individuals, the presenter did demonstrate 

an  effective  method  for  providing  cultural  competency  trainings.  One  of  the  key  pieces 

distributed during  the  session was  a glossary of  terms. This  style of material  could easily be 

incorporated into any Commission training. It is available upon request. 
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Saint Paul Police Department’s Cultural Awareness Training 
 
OPCR representatives visited the Saint Paul Police Department Training Unit on April 9, 2014, to 

view materials used in a one day in service training for officers. All officers received the training. 

Training came  in response to a series of  incidents where Saint Paul Police Officers used social 

media  in a way  that was offensive  to members of minority communities. As such, all officers 

were trained on cultural awareness and social media issues. Materials used in the presentation 

belonged  to presenters, and as  such,  could not be provided  in  this  report. Contact  the Saint 

Paul Police Department Training Unit for more information. 

 

A  wide  variety  of  topics  were  presented  during  the  one  day  training.  Most  topics  were 

presented  using  an  outside  lecturer  paired with  a  Saint  Paul  police  officer  from  the  specific 

minority community. Presentations included: 

 African American Community: Tanya Gladney 

 Hmong Community: Bee Vue, Yee Leng  

 NAACP: Nekima Levy‐Pounds, Joel Franklin 

 Minnesota Latino Peace Officers Association: Gilbert Delao 

 Karen Community: Presenter not listed 

 LGBTQ Community: Rebecca Waggoner 

 Somali Culture: Warsame Shirwa 

 

Additional presentations covered bias and hate crime  reporting, social media awareness, and 

mutual  respect between  law officers and minority communities. Each section contained both 

information  about  the different  communities  and  a discussion of potential  law enforcement 

interactions with that community. Presenters provided “dos and don’ts”  lists to give practical, 

simple advice to officers in attendance. For example, presenters instructed participants on how 

social variations in hand‐shaking and eye contact differ amongst communities. Evaluations were 

completed by all participants. Feedback was  largely positive. At the time of the visit, the Saint 

Paul Police Department was not conducting follow‐up studies to assess the effectiveness of the 

training but expressed interest in the subject. 

 

OPCR  representatives noted  several  take‐aways  from  this  training. Dos‐and‐Don’ts  lists could 

easily be translated into posters or short refreshers. Second, the Saint Paul Police Department 

determined that  it was feasible and important to provide a full day of  in‐service training to all 

officers. Considering  the proximity of  Saint Paul,  this  is  compelling evidence  that MPD  could 

implement  the  same.  Finally,  the  Saint  Paul  Police  Department  was  able  to  find  officer 

presenters from the various minority communities willing to take an active part in the training. 

While the composition of the MPD and Saint Paul Police Department is not being assessed, it is 

likely that MPD could do the same.   
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Milwaukee Police Department Fair and Impartial Policing Trainings54  
 
The Milwaukee Police Department provided a  large body of materials collectively  titled, “Fair 

and  Impartial  Policing.”  They  were  developed  under  a  cooperative  agreement  with  the 

University  of  South  Florida,  Circle  Solutions,  and  the  U.S.  Department  of  Justice,  Office  of 

Community Oriented Policing Services. This  included both course materials and an  instructor’s 

guide  to help  trainers understand  adult  learning  styles,  instruction methods  and  techniques, 

and facilitation of discussion/interactive participation. The materials emphasize that a science‐

based  approach  to  teaching  impartial  policing  is  key.  The  courses  focus  not  so  much  on 

understanding  distinct  cultures  but  instead  implicit  bias.  They  divide  officers  into  cohorts 

(academy/patrol officer, and first‐line supervisor) and provide training approaches for each. 

 

It should be noted that many of these training modules may bear similarity to the ongoing MPD 

Fair and  Impartial Policing  training. However,  the  instruction styles, role play  techniques, and 

case scenarios are  likely  relevant  to many different  types of cultural awareness  trainings and 

their ideas may be incorporated into those developed by the PCOC.  

 

Instructor’s Guide  

See Appendix 4 

 

This manual may serve as a cornerstone for development of PCOC cultural awareness trainings. 

It  explains  the  important  link  between  implicit  bias  and  policing  while  providing  detailed 

instructions  for  presenters.  A  comprehensive  discussion  of  adult  learning  theory  is  included 

with  sample  modules  for  understanding  human  bias;  the  impact  of  biased  policing  on 

community  members  and  the  department;  and  skills  for  fair,  impartial,  effective  policing. 

Commissioners are encouraged to read the 25 page manual in its entirety. 

 

Lesson Modules 

See Appendix 5 

 

The manual with example  lessons  includes  individual role play exercises and case scenarios, a 

suggested topical bibliography, and actual classes with slides and discussion points. Summaries 

of selected sections from the modules will be provided as representative samples. 

 

Role Play: The Domestic Violence Call  

See Appendix 6 

 

Participants are asked  to be  responders  to an ambiguous domestic  violence  call. When  they 

enter the scene, they find a woman on the ground, hurt and crying, with a man and a woman 

standing over her trying to comfort her. The responding officers are not  instructed as to who 
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hurt the woman on the ground, only that the offender is still on the scene. The victim does not 

provide answers when questioned by the officers. At  its conclusion,  it becomes clear that the 

woman standing over the victim is the offender. The exercise may demonstrate the expectation 

that the male standing over the victim is the abuser.  

 

The  materials  provide  discussion  questions  for  multiple  outcomes.  If  the  officers  initially 

assumed  the male was  the  abuser, whether  there were  consequences  associated with  this 

assumption,  and  what  skills  would  have  prevented  these  consequences.  If  the  responding 

officers did not  assume  the male was  the  abuser,  the discussion  could  revolve around what 

risks  are  associated with  assumptions  and what  skills  helped  the  officers make  the  correct 

identification. 

 

Role Play: Pantomime  

See Appendix 7 

 

Participants  view  a  series of  living  tableaus  that  can be depicted  in  a way  to  create  various 

conflicting  interpretations.  The  example  provided  shows  an  unconscious white male  on  the 

ground with several non‐white men surrounding him. The non‐white males could be attacking 

or assisting the man on the ground.  

 

Without talking to the individuals, trainees are asked to describe what is occurring in the scene. 

The  materials  assert  that  many  different  interpretations  should  be  solicited  from  the 

participants. This will help demonstrate the potential impact of hidden bias. 

 

The  presenters  should  then  have  the  actors  rewind  the  scene  and  demonstrate  the  events 

leading up to what the trainees observed. The example provided  is that all the  individuals are 

walking  together when  the white male has  a heart  attack  and  falls  to  the  ground. The non‐

white men attempt to assist him. The actors should end  in the position originally observed by 

the trainees. 

 

Scenario: Routine Patrol  

See Appendix 8 

 

Participants are provided the following scenario. Two officers are on a routine patrol. A Native 

American man walks in front of their car in a downtown area holding a knife and a long piece of 

wood. The officers exit their vehicle and order the man to stop; he does not. He continues to 

walk  towards a park where  the officers can see children playing. The  instructor  than asks  for 

various explanations on why the man might act this way. They are asked to describe how they 

would handle the situation based on these explanations. 
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The  note  to  instructors  for  this  scenario  is  that  this  incident  actually  occurred  in  Seattle, 

Washington.  The  officers  shot  the man who  turned  out  to  be  a woodcarver.  Investigation 

concluded that the shooting was not justified, and the officer who shot resigned. This case was 

the impetus for the federal investigation of use of force within the Seattle Police Department. 

 

Scenario: Man on the Porch  

See Appendix 9 

 

This  is  a multi‐stage  evolving  scenario  for  participants.  Trainees  are  provided  the  setup;  an 

African‐American man  is  standing on  the porch of a home at night  looking up and down  the 

block. The officers on patrol witness this but are not responding to a call. They are driving an 

unmarked vehicle policing hotspot areas. With this information, participants are asked to offer 

various explanations for the behavior and their reaction to the event. 

 

Next the trainer adds that the officers exit their vehicle, show their badges, and ask for a word. 

The man on  the porch does not  respond but moves  further onto  the porch. Participants are 

again asked for explanations and responses. 

 

The  last  stage  of  the  scenario  involves  the man  on  the  porch  reaching  into  his  pocket  and 

moving  closer  towards  the house. Officers  threaten  to  shoot him  if he does not  comply. He 

continues to reach into his pocket. Participants are again asked for explanations and responses. 

 

This  scenario was based on  real events  that ended  in  the  shooting of  the man. The  included 

instructor notes provide legitimate but less obvious explanations for the civilian’s behavior. The 

notes  suggest  that  the  facilitator  should  steer  discussion  to  how  participants  would  have 

reacted had they known these explanations.  
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Oakland, Bakersfield, and California Peace Officers Standards and Trainings 
 
The OPCR requested  information from Oakland and Bakersfield California. Oakland provided a 

section  of  the  Basic  Course  Workbook  Series,  Learning  Domain  42,  Cultural 

Diversity/Discrimination, last revised July 20, 2012. The manual itself is copyrighted, and can be 

obtained  by  contacting  California  Peace  Officer  Standards  and  Training  document  store: 

https://docstore.fedex.com/post_ca.  Bakersfield  Police  Department  responded  that  their 

officers must  attend  the  same  training. Bakersfield  also  stated  that California  police  officers 

must attend a 5 hour racial profiling update course but did not provide details.  It was  likely a 

reference to California Penal Code § 13519.4 that mandates officer training on racial profiling 

issues and a refresher course every five years thereafter.  

 

Because  the  workbook  is  copyrighted,  it  cannot  be  included  as  an  appendix  and  will  be 

summarized.  To  fully  incorporate  the  ideas  contained within,  Commissioners may  view  the 

material by contacting the Office of Police Conduct Review. 

 

The workbook  is designed as a self‐study document to supplement and prepare for classroom 

training. The training module is split into five chapters: (1) Recognizing Diversity; (2) Prejudice, 

Discrimination, and Racial Profiling;  (3) Effective Law Enforcement Contacts;  (4) Hate Crimes; 

and (5) Sexual Harassment.   Each chapter contains a summary of  learning objectives, detailed 

readings with key highlights, a glossary of terms, and  learning exercises (activity questions) at 

the end of the chapter. 

 

Chapter  1,  “Recognizing  Diversity,”  discusses  the  meaning  of  cultural  diversity,  differences 

between culture and ethnicity, and the importance of understanding and respecting diversity. It 

places these in a historical context. A sample activity asks participants to, “Describe your most 

recent experience where you were with a group and in a situation where you, as an individual, 

felt different.”55 [emphasis in original] 

 

Chapter  2,  “Prejudice,  Discrimination,  and  Racial  Profiling,”  places  these  subjects  in  a  legal 

context, covering California Penal code § 13519.4, the 4th and 14th Amendments, and case law. 

As  such,  it  provides  a  tangible  and  practical  component.  It  also  discusses  implicit  bias 

(sometimes referred to as “subconscious prejudice”  in these materials), similar to the training 

provided  by  the  Milwaukee  Police  Department.  The  materials  provide  a  clear  distinction 

between criminal profiling and racial profiling, describing the  impact of the  latter. An example 

question  provides  a  brief  description  of  a  young  Hispanic  male  suspect,  aged  18‐25.  The 

exercise asks the participant to discuss whether s/he would stop an individual who appears to 

be Hispanic and approximately 20 years of age  in an area close to the  incident and additional 

factors that would support stopping this individual. 
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Chapter  3,  “Effective  Law  Enforcement Contacts,”  seeks  to  provide  effective  communication 

strategies  for “contacts with members of a cross‐cultural community.”56  It notes that positive 

communication  improves  investigations,  enhances  cooperation,  increases  confidence  and 

professionalism, increases safety, and promotes a positive image of law enforcement in diverse 

communities.57 Tips are provided for gestures, facial expressions, body positioning, eye contact, 

and tone.58 A sample exercise asks the participant to list advice s/he would give to a coworker 

who confided that they are gay and “don’t feel comfortable attending” a department party with 

his/her partner.59 

 

Chapter  4,  “Hate  Crimes,”  describes  indicators  that  a  hate  crime  has  occurred,  the  legal 

justification  for  classifying a  crime as a hate  crime under  federal  law and  civil  code, and  the 

impact of hate  crimes.  It  also provides  instructions  for  the unique  aspects of  investigating  a 

hate crime and the four common categories of offenders.60 Exercises at the end of the chapter 

test whether participants can accurately classify hate crimes and the effect of these crimes on 

the community. 

 

Chapter  5,  “Sexual Harassment,”  discusses  legal  definitions  of  sexual  harassment,  remedies, 

and behaviors  that  constitute  sexual harassment.  It discusses  remedies  specific  to California, 

likely not relevant to Minneapolis. The MPD covers sexual harassment, reporting, and respect in 

the workplace  issues  in the Minneapolis Police Department Policy and Procedure Manual § 2‐

110 and 2‐111. Additionally, Minneapolis police officers (and all city employees) are required by 

city policy to undergo ethics and respect in the workplace training. 
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United States Department of Homeland Security Trainings 

 
The Department of Homeland Security, Office for Civil Rights and Civil Liberties provides a 

wealth of training online for law enforcement. While much of the material is prerecorded, it can 

create a framework for potential standalone courses offered by the Commission. Much of this 

training can be accessed through the Civil Rights and Civil Liberties Institute, found at 

http://www.dhs.gov/civil‐rights‐and‐civil‐liberties‐institute.  

 

A selection of the materials will be provided in the following subsections. 

 

Bureau of Justice Assistance Diversity Series Videos 

 

Find the series at https://www.bja.gov/Publications/diversity/nonflash.html 

 

The Bureau of  Justice Assistance produced a  series of  videos of  law enforcement  covering a 

wide  swath  of  diverse  communities.  Additionally,  there  are  several  videos  discussing  the 

importance of diverse communities and methods for establishing trust. The videos appear to be 

focused on communities in Chicago, but the information is relevant outside of that region. The 

videos are divided into cultures and religions. Each video runs approximately 8‐12 minutes and 

is offered  in both QuickTime and Windows Media  formats. Transcripts are available  for each 

video.  

 

For example, the religions section includes, Diversity Is Our Strength, Islam, and Buddhism; the 

transcripts can be  found  in Appendix 9. The cultures section  includes videos entitled Building 

Trust,  East  Asian  Community,  Transgender,  and  Central  and  South  American  Communities. 

Transcripts for these videos can be found in Appendix 10. 

 

While the videos provide only basic information about the religions and communities, the focus 

is  on  law  enforcement  interaction.  They  provide  practical  information;  the  East Asian  video 

discusses  the  brutality  of  law  enforcement  under  the  Khmer  Rouge61  and  why  that might 

negatively  affect willingness  to  contact  or  cooperate with  law  enforcement.  Commissioners 

may  extract  useful  information  from  these  videos  to  supplement  presentations  or  use  the 

videos in conjunction with training.  
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Guidance Regarding the Use of Race for Law Enforcement Officers 

 

Interactive training can be found at 

 http://www.dhs.gov/xlibrary/assets/training/xus/crcl/racelawofficers/index.htm 

 

The  Guidance  Regarding  the  Use  of  Race  for  Law  Enforcement  Officers  training  utilizes  an 

interactive presentation to provide the participant control over pace, access to supplementary 

materials, and questions to answer. The goal of the course  is to allow officers to define racial 

profiling,  discuss  its  negative  results,  understand  the  two  categories  of  racial  profiling 

directives, and provide examples of each category. 

 

The  training covers DHS guidance adopted  in  June of 2003, and may be outdated. Concepts, 

however, are still relevant, and the training represents an interesting example of an interactive, 

web‐based training. Because the OPCR and PCOC  likely do not have the resources to produce 

one, outside assistance would be necessary.  

 

I Speak Guide 

See Appendix 11 

 

While not a training per se, this piece of  literature could be  incorporated  into Limited English 

Proficiency training or training covering diverse communities. It is a pamphlet that discusses the 

importance of providing language support to victims, suspects, and members of the community 

during  law enforcement actions. It contains translations of the phrase “I speak [the respective 

language]”  in  approximately  75  languages  (including  many  spoken  in  Minneapolis)  and 

identifies  in English  the  language selected. An officer could hand an  individual  the pamphlet, 

allow them to  find the  language they speak, and call  for  interpretation services based on the 

selection with less confusion.    

 

The First 3‐5 Seconds 

See Appendix 12 for Transcripts 

 

This two part video explores  in detail  law enforcement  interaction with the Arab and Muslim 

communities.  The  first  section  describes  the  diverse  plethora  of  Arab  communities  in  the 

United  States,  dispelling  stereotypes  and  providing  basic  tips  that  could  reduce  tension  and 

promote cooperation and understanding during  law enforcement contact.  It  is presented  in a 

neutral  fashion  from  the  perspective  of  both  officers  and  Arab  American  individuals.  The 

second section mirrors the first but discusses specifically the Muslim community.  
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Common Muslim  American  Head  Coverings  and  Common  Sikh  American  Head  Coverings 

Training/Posters 

Posters can be found in Appendix 12 

Find the Training Videos at 

http://www.dhs.gov/xlibrary/assets/training/xus/crcl/headcoverings/index.htm 

 

This  series  includes  both  very  brief  web‐based  videos  and  posters  that  provide  a  visual 

reminder of  the  information covered  in  the videos. The videos  take  less  than  five minutes  to 

complete  but  cover  important  information  that  could  significantly  improve  awareness  of 

differences between Muslim and Sikh individuals as well as best practices for searching them. 

 

The Commission could easily develop materials such as these to supplement trainings. Videos 

and posters could be posted in a way that would provide community access, and officers would 

get the benefit of a brief, effective training with constant reinforcement.    
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Unresponsive Departments 
 
The Office of Police Conduct Review was unsuccessful  in obtaining  information  from multiple 

departments. The Miami, Seattle, and Santa Ana police departments did not provide material. If 

these  departments  provide  training materials  after  the  publication  of  this  report,  it will  be 

amended to include them. 

 

Staff submitted a standard request to the Seattle Police Department  in February of 2014 and 

were  referred  to  the Public Records Request Unit. The Unit  told OPCR  staff  that  the  request 

needed  to  be  vetted.  OPCR  staff  also  contacted  the  Race  and  Social  Justice  Initiative 

Coordinator  for  the City of Seattle. Staff  left several messages and attempted  to send emails 

but received no reply. Some information is publically available on the Seattle Police Department 

Website, but there is no detail on cultural awareness trainings. 

 

Similarly, after a February 2014  request  to  the Santa Ana Police Department, OPCR staff was 

referred to the Public  Information Officer. The PIO referred OPCR staff to the training center. 

Staff made multiple calls and sent emails requesting updates. No response was provided. 

 

The  first  request  to  the Miami  Police  Department was  sent  in  February  of  2014.  Staff  had 

several  conversations with  the Miami  Police Department  training  unit,  the  last  occurring  in 

September when the OPCR specifically requested diversity/cultural awareness training material 

described on the Miami PD website. The site lists the Miami Police Department as presenters of 

a “2013 Community Awareness Class” to 360 employees of the “US State Attorney’s Office.” It 

also  lists that the Director of the training unit presented discrimination training at the request 

of  the US Embassy of Brasilia, Brazil. The Miami Police Department  responded  that  the  legal 

advisor would review the request and issue a determination. The request is still open. 
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Training Frameworks 
 
The Commission may present cultural awareness trainings in a variety of different ways. This 

section will present four potential methods: prerecorded presentations and workbooks, POST 

(Peace Officer Standards and Training)‐certified continuing education courses, mandatory in‐

service standalone courses, and targeted continuous courses.  

 

First, a note on POST credits. Minneapolis requires its officers maintain POST certification.62 

Officers are required to complete 48 hours of POST‐approved training within a three‐year 

licensing period to maintain this certification.63 MPD is not required to provide POST‐approved 

training for its officers through mandatory annual In‐Service training; officers may seek it 

elsewhere to maintain their licenses.64  

 

Courses must meet POST standards to be approved as a continuing education course.65 First, 

the courses must be sponsored and conducted by specific individuals or agencies. Sponsors may 

be “a school, agency, individual, or organization that has received authority from the board to 

provide board‐approved courses for continuing education credit.”66 Instructors must have 

“relevant and professionally recognized training and experience in the subject area, such as 

“POST‐recognized instructor training or specialized academic preparation to teach the subject 

area.”67 However, guest lecturers (those who have not completed POST‐recognized instructor 

training) may conduct a continuing education course so long as they are supervised by an 

individual who has completed POST‐recognized instructor training.68 The Commission could 

reach out to the MPD Training Unit to observe the course as they have completed this training. 

 

The course itself will not be approved unless it “is law enforcement related, is based on the 

knowledge, skills, and abilities needed to be a peace officer, and meets a law enforcement 

educational need.”69 The course must have an overall learning goal and specific performance 

objectives.70 A structured outline that shows a breakdown of the time spent on each subject 

must be provided for courses more than 2 hours.71  Find a sample form to be submitted with 

the POST‐certification application in Appendix 13 
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Prerecorded Presentations & Workbooks 

 

Pros  Cons 

Reaches a wide audience, including the public  No group interaction or Q&A 

Allows officers to view on their schedule  Difficult to measure engagement 

Minimal use of resources after video is 
produced 

Potentially high upfront costs to produce 

 
Like  the  video  described  in  the  NACOLE  training  section,  the  Commission  could  produce  a 

prerecorded  training  video  to  describe  new  policy,  deliver  relevant  cultural  awareness 

information, and to reach officers not covered by training. These  items would allow an officer 

to work  at  her/his  own  pace,  and  this minimizes  the  need  for  resources  after  the  video  is 

released.  The  video  could  be  paired with  a workbook  to  create  a  practical  element  to  the 

training. The video could cover one general type of situation with the workbook providing many 

more scenarios and explanations. The workbook also would require attention to  the video to 

complete.  

 

Additionally, the video can be released to the public so that they have firsthand knowledge of 

the training officers receive. This boosts transparency, demonstrates policy, and may  increase 

participation  in  Commission  activities.  The  video  could  be  produced  in  conjunction  with 

community groups, giving them a stake in its dissemination amongst their constituents.   

 

Drawbacks  limit  this  as  an  effective method  to  deliver  actual  training.  As  noted  in  Cultural 

Awareness Training for Police in the United States, a small group session of approximately 30‐35 

participants with interactive, practical exercises is the recommended method. A video is easy to 

ignore,  it  does  not  allow  for  a  dialog,  and  the  officers  do  not  get  the  benefit  of  a  shared 

experience.  In  addition,  production  of  a  video may  require  upfront  costs  in  excess  of  other 

training methods. A partnership with the Minneapolis Communication Department could yield 

the  equipment  necessary  to  create  the  video.  Officers  and  Commissioners  would  need  to 

volunteer  for  video  roles,  and  a  script would  need  to  be written.  This would  require  a  fair 

amount  of  effort  for  something  with  tenuous  returns.  Supplementing  the  video  with  a 

workbook may create a need  to  focus on  the video, but  it would have  little effect  if no one 

monitored whether officers accurately completed it.  

 

As  such,  these methods  of  presentation may  be more  effective  as  a  supplement  to  other 

methods of presentation or a refresher course that follows  in‐person training.  It can reinforce 

the material covered  in the class, reach any officers that were not able to attend the training, 

and act as a guide  in future events. Supplementary material that officers can carry with them, 

such  as  the  I  Speak  pamphlet  (Appendix  11),  could  have  a  lasting  impact  if  it  traveled with 

officers.   
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POST‐Certified Continuing Education Courses  

 

Pros  Cons 

Less resources required to implement  No guarantee relevant officers attend 

Incentive for officers to willingly attend  Limited accountability 

Fast implementation  Significant competition 

 
One of  the  least complicated methods  for delivering cultural awareness  trainings would be a 

series of POST‐certified continuing education courses. Each course would be a standalone class 

with voluntary participation. The classes would need to be POST‐certified to generate interest; 

many  of  the  trainings  outlined  could  be  presented  in  short,  distinct  units  while  meeting 

necessary  certification  standards.  Commissioners  with  relevant  qualifications  and  interests 

could take responsibility for specific subjects, and individual courses covering a broad spectrum 

of topics could be offered on a monthly, quarterly, or annual basis. The courses could vary  in 

lengths but must be 50 minutes per post credit. Hence, the burden of creation and presentation 

of each course could be spread across the Commission.   

 

POST  continuing  education  credits  provide  the  incentive  to  attend  and  participate  in  the 

trainings. Additionally, the courses could be offered at no cost for Minneapolis officers; many 

competing  courses  have  a  fee.  Because  they  could  be  offered  in  shorter  blocks,  they  could 

minimize strain on an officer’s schedule, another incentive to attend. Class size could be limited 

to support individual participation in the lesson. 

 

Finally, continuing education courses would not necessarily need to be  linked to a new policy, 

procedure,  or  requirement  instituted  by  the MPD.  POST  continuing  education  requirements 

already  exist.  The  Commission  could  begin  offering  courses  without  extensive  MPD 

involvement.  Because  the  courses would  satisfy  statewide  requirements when  certified,  the 

courses  could  be  opened  to  outside  agencies,  spreading  the  impact  of  the  Commission’s 

message. 

 

This method of instruction has several drawbacks. First, officers would self‐select courses they 

wish  to  attend.  Officers  could  choose  to  not  attend  any  of  the  courses  offered  by  the 

Commission, and a training subject could completely miss its most critical audience. This dilutes 

the  effectiveness  of  key  courses;  it  would  be  difficult  to  hold  officers  accountable  for  the 

material specifically covered in training as not all officers would be required to attend.  

 

Next,  trainings would  compete with  a  variety  of  other  POST  certified  courses  for  audience 

members. In October 2014, there were 13 approved courses  in the metro region listed on the 

POST website.72 These courses offered over 200 potential education credits. Officers do not lack 

opportunities to earn education credits.   
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Lastly,  unlike  California  Penal  Code  §  13519.4,  Minnesota  POST  does  not  require  cultural 

awareness  training  as  part  of  continuing  education.  Credits must  cover MPD  use  of  force 

policies each year, and 8 hours of continuing education must be devoted to vehicle operations 

and  police  pursuits  every  5  years,  but  no  cultural  awareness  training  requirements  exist.73 

Hence, there would be no guarantee that any Minneapolis officers will attend the trainings. This 

drawback, however, could be mitigated by a MPD requirement  that officers receive a certain 

portion  of  POST  credits  in  cultural  awareness  trainings,  but  that would  negate  one  of  the 

advantages of this method. 
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In‐Service Standalone Courses 
 

Pros  Cons 

Department‐wide Instruction  Significant resources required 

Can be linked to new policy  Less flexibility 

Accountability can be expected  Long startup time 

 
Similar  to  the  Saint  Paul  cultural  awareness  training,  the  Commission  could  propose  a 

mandatory  in‐service training  for all MPD officers. Officers would be divided  into groups, and 

the  same  course would  repeat  to ensure  that  all  groups  attended. The  length of  the  course 

could vary depending on the number of subjects the Commission selects.  

 

The  first clear benefit  to  this method  is  that all MPD officers would receive a standard set of 

training. By ensuring all officers attend, they could be held accountable for  lessons presented. 

Policies  developed  by  the  Commission  and  adopted  by MPD  could  be  tied  to  the  training, 

ensuring that officers are held accountable to them. To increase MPD buy‐in, the course could 

be POST‐certified. 

 

However, several obstacles hinder this method of delivery. First, a mandatory in‐service training 

for  all  officers  would  require  significant  investment  by  MPD.  Facilities  would  need  to  be 

procured, officers’ schedules would need to be altered to allow middle and dogwatch officers 

to  attend  a  daytime  training,  and  overtime  pay may  result.  The  need  for  significant  buy‐in 

increases when coupled with a policy change or addition. As such,  it could  take considerable 

time before the first class could occur.  

 

To provide a standard class  for all officers,  the class would  likely need  to be offered  to  large 

groups to guarantee that approximately 600 officers could attend. If the classes were smaller in 

size  (~30),  this  would  require  20‐24  repetitions  to  allow  all  officers  received  the  training. 

Depending on  the presenters selected  for each subject,  this may not be possible. Hence,  the 

class sizes may need to increase, but large group lessons decrease class participation, a critical 

component of practical training as stated in Cultural Awareness Training for Police in the United 

States.  

 

Next, mandatory training for officers means  less flexibility  in course design and  improvement. 

All subjects to be taught would need to be developed and finalized before any training would 

occur. Modification  of  the  program  could  only  occur  after  all  officers were  trained  or  there 

would  not  be  a  uniform  standard  taught. Without  uniformity,  the  benefit  of  accountability 

through new policy weakens. Further, course modifications and  improvements could only be 

presented when the opportunity for another mandatory in‐service training was again available.  
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Targeted Continuous Courses 
 

Pros  Cons 

Targeted trainings reach proper audience  Challenge to create 

Spreads workload   Intended impact relies on trainees 

Can be coupled with policy, accountability  Message may take longer to disseminate 

 
This method  of  delivery  is  the most  nuanced  and  focused.  It  involves  grouping  officers  into 

different cohorts, such as rank, shift, precinct/division, or duration of service. Trainings would 

be selected and developed  to specifically address  the needs of each cohort. Trainings do not 

need  to  occur  all  at  once;  Commissioners  could  prioritize  trainings  to maximize  short  term 

impact  while  devoting  time  to  larger,  more  complicated  trainings.  When  implemented 

correctly, officers would receive relevant, targeted training. 

 

Because  officers  are  grouped  into  cohorts,  this  method  also  allows  for  a  train‐the‐trainer 

approach. Classes could be offered to supervisors who would then be expected to disseminate 

the  training amongst  subordinates. This  lessens  the burden on  the Commission  to host  large 

numbers  of  identical  training. Additionally,  this method  of  training  could  be  coupled with  a 

policy change and an expectation that supervisors ensure the policy is clearly understood. 

 

Targeted courses also require  less coordination amongst presenters. Similar to the continuing 

education  approach,  different  Commissioners  could  take  responsibility  for  each  unit  and 

subject without the need for a common presentation and completion date. Depending on the 

composition  of  cohorts,  it  also  places  less  strain  on MPD  to  have  large  groups  of  officers 

simultaneously present for training. For the same reason, classes could be shorter in length and 

smaller in size without sacrificing material. 

 

With smaller, more focused cohorts, ongoing education efforts are more feasible. Groups can 

be  sent  follow‐up  information  that  supplements  the  classroom material. With  a  large‐scale 

training covering many subjects, providing ongoing materials could be overly burdensome.  

 

Obstacles exist due to the precise nature of this method. First, cohorts must be selected in such 

a way  that  a  commonality  links  the  participants.  It may  not  be  as  simple  as  rank,  shift,  or 

duration of service. Input and assistance from the MPD will be necessary to define these groups 

to ensure relevant training reaches its audience. 

 

Second,  the  train‐the‐trainer  strategy may  take  longer  to  impact  the entire department, and 

the impact is less certain. It relies on the message to filter through the department, and there is 

no guarantee  that  this will occur  in a set  time period. Like cohort selection,  topic selection  is 
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critical;  the  training provided  to  supervisors must be  significant  to  inspire  the  supervisors  to 

pass it along with enthusiasm. 

 

Finally, while  the  training  provided  to  the  trainers  could  include  suggestions/instructions  on 

how  to  conduct  sessions with  subordinates,  success  is  contingent  on  their  ability  to  do  so. 

Supervisors may be managers, but  this does not make  them qualified  trainers. This  ties back 

into cohort selection; more thoughtful groups could mitigate this risk. 
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Recommendations 
 

This  section  shall be discussed and drafted by  the Commission with any necessary assistance 
from the Office. It can be referred to a committee to draft. It may include any recommendations 
relevant to this report, such as the adoption of a strategic plan to implement cultural awareness 
trainings  using  the  frameworks  and  subjects  covered  in  previous  sections.  Alternatively,  the 
Commission  could  also  issue  policy  recommendations  regarding  training  requirements  for 
cultural awareness, implicit bias, or a related subject. 
 
Once recommendations are  incorporated  into the draft, the report as a whole can be adopted 
by  the  Commission  by majority  vote.  Below  is  an  outline  of  potential  recommendations;  the 
specific language need only to be filled in by the Commission. 
 

1. Training plan: 
a. Subjects to be covered. 
b. Method of delivering training. 
c. Timelines for completion of initial phases. 

2. Policy recommendations 
a. That MPD officers complete a portion of POST required continuing education 

credits in the following fields: 
i. Cultural Awareness, 
ii. Elimination of Bias, or 
iii. Racial Profiling. 

b. That MPD adopt a reoccurring in‐service training in partnership with the 
Commission for all officers to occur one every three years covering the following 
subjects: 

i. Cultural Awareness (including specific cultural groups), 
ii. Elimination of Bias, or 
iii. Racial Profiling. 
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Cultural Awareness Training for Police in the United States 

Abstract: 

This article explores the history of race relations and cultural awareness training in the 
United States and the importance of emphasizing cognitive and learning styles of police in 
an attempt to ensure the course content is effective. Research indicates that the vast 
majority of police are objective, thinking types based on the results of two cognitive 
function instruments, the Law Enforcement Type Sorter and the Myers-Briggs Type 
Indicator, both based on the personality type theories of C.G. Jung. The article 
emphasizes the importance of effective training content and design methodology based on 
the favored cognitive learning styles of police as well as class structure, appropriate 
selection of instructors, and to ensure the most effective programs possible in this ever 
challenging facet of community policing. It concludes with a brief synopsis of the content 
of Race Relations Based programs, deemed as less effective than Cultural Awareness 
Models of training. 
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The challenge for law enforcement and cultural awareness, more unique than in any other 
profession because of the power held by police, creates a special need for understanding a 
pluralistic, multicultural society. The very success of the many facets of community based 
policing is dependent on this understanding (Hendricks and Byers, 2000). The concern for 
understanding the importance of culture and the role that police play is not new. In fact 
negative attitudes by police officers regarding race and culture was noted by police 
researchers in the early 1900's (Simon, 1929, Jordan, 1972, Walker, 1980, Suthen, 1987). 
Cultural awareness training and attempts to educate police officers to be more sensitive to 
different ethnic groups, races, and lifestyles, began to proliferate in the mid 1960's and early 
1970's during and after the strong emphasis on civil rights, particularly for those rights long 
denied African-American citizens. The usual setting for this training was a panel presentation 
by trainer(s), the vast majority being racial or ethnic minorities. The courses were typically 
marked by a strident and emotional challenge to participants which could, and often did, result 
in deep anger and resentment on the part of the participants (Work, 1989). This interest in 
cultural awareness and sensitivity training intensified after the Rodney King incident in Los 
Angeles in the early 1990's. 

Because of the nature of power law enforcement officers possess, it becomes critical they 
understand the changing community and the racial and ethnic challenges that abound. 
However, many new officers' perceptions of police work are often influenced by the myriad of 
police shows on television and motion pictures with a strong enforcement theme which tends to 
glorify action-oriented policing and "an us against them" mentality (Hennessy, 1998). In this 
media environment, little importance to interpersonal communication and cultural awareness is 
emphasized. Coupled with this action-oriented view of policing, police training academies 
struggle with countless important and critical performance objectives competing with each 
other for the limited time officers train to become minimally competent. Subjects oriented to 
maintaining officer safety, firearms, arrest tactics, and other tactical issues usually win out over 
"softer" subjects such as cultural awareness and communication issues. 

It has been more than ten years since the police incident involving Rodney King in Los 
Angeles, which stimulated a renewed interest in cultural awareness training. Even though 
the King incident involved issues much more complex than racial issues, the demand and 
interest in cultural diversity training has grown exponentially. 

A Brief History of Cultural Diversity Training for Police in the U.S. 

(The 1960s - 1970s) 

The concern and need for cultural awareness and race relations training was not new for 
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police. In the late 1800s, the public often perceived the police as corrupt, 

inefficient, and insensitive to issues involving race and culture. Early writing reflected 
the attitudes of some Irish police officers in New York that the immigrant population was 
composed of "the mentally and morally unfit of Europe" (Jordan, 1972). Special training in 
race relations was unthinkable, especially in an era where police received little or no 
training at all. Cultural diversity training for police really began during the 1960s as a 
response to actions of police during the Civil Rights Movement in the South and the 
continuing importance of understanding minority rights throughout the United States. The 
training was initially structured to "sensitize" the police to minority concerns. Of course at 
that time, few if any, police were members of minorities and often lack of understanding 
prevailed. Police agencies didn't even begin to hire women as police officers in significant 
numbers until the early 1980s. 

(1970s- 1980s) 

During this era, most courses were still designed by training course designers in private 
industry or academia. They were usually taught under a "crisis" mode and taught almost 
exclusively by minority trainers. A problem would arise involving real or perceived 
injustices towards members of minority community by police. Trainers would gear up to 
begin the sensitivity process again. Rarely did a police agency take a proactive stance 
towards racial sensitivity training. They really didn't know how to. Most courses were still 
not relevant to the job of policing, and rarely valued or understood by the police officers 
being trained. 

(1990s - Present) 

After the Rodney King incident, again, departments geared up for more training to 
sensitize police; however, an interesting change began to take place. Those experienced 
in police training started to look at the courses being taught from a police training 
perspective. They began to challenge course methodology that had been previously 
accepted as being effective. Those involved in law enforcement training began to adjust 
the "politically correct" content and methodology to reflect issues related to the very 
complex and challenging job of policing. Research on the effectiveness of curriculum and 
design began. 

Learning styles of police 

Programs that are designed for the general public or for private industry don't seem to 
work very well with police audiences. This is due, in part, to the nature of the police work 
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involved. It also involves the nature of police and the police culture. Extensive research 
has been conducted into the police culture and the myriad of factors that influence the 

culture. One important area of research deals with understanding the cognitive styles of 
the police officers to design programs that are more effective with that audience. 
The design of the multicultural curriculum begins with an analysis of the nature and learning 
styles of the law enforcement profession being impacted. It is based on predominant cognitive 
functions as theorized by Carl Jung (1974). Jung believed people differ and act according to 
basic psychological functions. He described functions as a form of psychic activity that 
remains the same in principle under varying conditions (Jung, 1974, pp.436-467). Jung 
understood two functions of Sensing and Intuition as perceiving functions. The Sensing type 
prefers perception directly observed and interpreted through the five senses. The Intuitive type 
prefers to go beyond the basic information and look for meanings and potentials. The decision 
making dichotomy reflects two different ways of judging. The Thinking type prefers to decide 
through impersonal or logical analysis in contrast to Feeling types who prefer to consider 
affiliation, warmth, and a connection to individuals, not things (Thompson and Borrello, 1986). 
An individual's preference in using these functions can be measured by The Myers Briggs 
Type Indicator© and the Law Enforcement Type Sorter© both indicating that approximately 
85% of police are ''T's", or Objective, Thinking Types. Approximately 300 studies of the 
Myers-Briggs Type Indicator are cited by Buras (1965, 1978) and over 1,500 studies are 
included in the latest edition of the Myers-Briggs Manual (Myers and McCau.lley, 1985). Its 
indices of reliability and validity have been extensively investigated and have been judged 
acceptable (Murray, 1990). The Law Enforcement Type Sorter has been normed against the 
Myers-Briggs Type Indicator with positive results and is presently being tested for reliability and 
validity independently. 

Research into cognitive styles of law enforcement officers, according to Jungian typology, 
began in the mid 1970's with Wayne B. Hanewitz from Michigan State University (1978). His 
research indicated that the majority of police officers preferred to perceive information 
realistically and concretely as Sensors (S) and make decisions using the impersonal and 
objective analysis of the Thinking (T) function. Subsequent research by Henson, 1984, 
Cacioppe and Mock, 1985, Lynch, 1988, and Hennessy, 1991, reflected the same conclusion 
that a minimum of 65% of any given population of students from a law enforcement group are 
ST's. Recent (1997) research yet to be published by Hennessy reflects individuals with ST 
preferences being at least 70% in the law enforcement profession. 

Police officers have often been described as concrete, decisive, direct, cold, condescending, 
matter-of-fact, impersonal, pragmatic, and logical. They are not likely to be convinced by 
anything but reasoning based on solid facts. They are seldom wrong with the facts as they see 
them, are sequential and enjoy working under an established, structured plan (Hennessy, 
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1998). In analyzing learning styles, ST's focus on the realities of a situation . They are fact and 
detail-oriented with a great capacity for seeing the world as it 

really is. Sensors usually like concrete things they can see, touch, and handle with practical 
experience (Wilkins, 1996). Sensors learn best when given a clear, objective rationale and like 
giving and receiving critical analysis (Myers, 1980). 

In any general police audience, the remaining 15% of police are "F's", or Feeling Types 
and prefer to use subjective logic when making decision . Feeling Types are usually more 
conversational, people-oriented officers who prefer to communicate and deal with people 
in more considerate, tactful, sociable, caring and diplomatic terms.2 

Both types are very successful anywhere in general police activities , however, the 
Objective, Thinking Types typically choose areas dealing with their strengths such as 
S.W .A.T., Motors, Internal Affairs , Homicide, Planning and Research, and Drug 
Enforcement. Feeling Types may be found more in Media or Community Relations, School 
Resource, D.A.R.E. and G.R.E .A.T. Knowing this , the challenge is to design a curriculum 
that appeals to the vast majority, the Pragmatic, Thinking Types. To have the most impact, 
cultural awareness courses must be logically structured, reality based, and relevant to the 
job of policing . The officers must know why understanding the changing demographics of 
their cities is important to their professionalism and the image of the department. The 
Feeling Types will automatically attach to people issues to the discussions. One of the 
challenges in constructing courses for police, however, is that most designers of training 
curriculum in private industry happen to be Intuitive Feelers, just the opposite cognitive 
style as that of police . That is why it's important to understand when designing courses for 
police, that the favored cognitive learning style of police be a prime consideration in the 
process. 

The term "cultural awareness" is used indicating the class is structured to give the attendees 
.tools and insights (an awareness) on how to do their jobs better. The author prefers not to use 
the terms "Cultural Diversity.1 

1 The course authors choose not to use the term "cultural diversity" due to a perceived negative connotation to the term and 
its use in past law enforcement training. Th is rationale is based on the history of many cu ltural divers ity courses that 
proliterated in the mid 1960s' to earl y 1970s'. Many courses were structured in such a way to afford various minority 
representatives an opportunity to address rookie trainees or veteran in-service officers. The usual setting was in the form of a 
pane l. These cou rses often became one way monologues or cotlfi"ontational dialogues between both minority representatives 
and attendees in an attempt to induce learning, understanding, and a change of attitude. This was not necessarily the fault of 
the presenter(s) or attendees themselves, but the construct and methodology of the courses . Such a presentation panel on a 
subj ect as value laden as race relations in law enforcement often invoked anger and resentment. Without an opportunity to 
explore and discuss issues of differences in an adult learning environment inc luding an intellectual exchange of thoughts and 
ideas, the goa ls of the courses were often not achieved. The authors felt the term "cultural awareness" was more appropriate 
and positi ve in that the course rationale and objective was that of"being aware of other cu ltural communication pattems will 
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Selection of trainers and facilitators; 

We believe that the most effective cultural awareness trainers are members of their 
own departments. When outside consultants are used, especially those with no law 
enforcement background, the "buy-in" from the officers can be tenuous at best. The 
consultants leave and the officers have no continuous reminders for "buy-in" . Once they 
have their obligatory diversity training, they go back to business as usual. That's 
not to say that outside consultants are not beneficial. They can help if they are members 
of or well versed and experienced in the law enforcement culture and understand the 
challenges of policing as a profession. Outside training consultants with law enforcement 
experience and understanding can best fit the role of training the trainers. When we 
professionally train members of our own departments to teach these critical issues, the 
importance to the department is emphasized and apparent, both in the delivery of the 
courses and in officers seeing those involved in the teaching in daily situations. Having 
departmental instructors tends to continually reinforce the community values for which the 
department stands. 

In selecting trainers, if the department consists of primarily White, male officers, then 
White male instructors should be involved. We also believe that team teaching should be 
the norm, preferably with one identifiable minority and/or female officer and one Anglo 
officer. Team teaching with both Anglo and minority instructors will often serve to refocus 
participants' attention on the critical issues of multicultural policing rather than personal 
agendas. 

Instructors should be credible, respected officers who have experience working the street. 
Instructors should be asked to teach rather soliciting volunteers. One should not assume 

that all members of visible minorities can, want to, or are even capable of teaching classes 
in cultural awareness and racial sensitivity. An often-made mistake is to immediately turn 
to identifiable minority officers as instructors. In doing this, we may be setting them up to 
fail. The majority of officers are still Anglo and male and when they see a minority 
instructor who is going to teach a cultural awareness class, they may be very sensitized to 
hidden agendas even when there may not be any. Officers may use the situation as an 
opportunity to make a personal statement, placing the presenter on the defensive and 
attempting to defend the actions of others of his or her race or culture. Instructors must be 
credible and committed and respected members of the department. 

They should be trained in basic principles of teaching and facilitating discussions as well 

help them perform better in their profession. 
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as having street experience and credibility. Teaching cultural awareness can be referred 
to as "emotion negative" training (Work, 1989) and, as such, is often more demanding on 
the instructor than any other type of training. The need for competence 

in facilitation methodology is perhaps even stronger in these courses than others. 
Instructors should have basic knowledge of presentation techniques, audience 
participation techniques, discussion techniques and simulation techniques. The best 
instructors are identified by others, not necessarily those who volunteer to teach the critical 
subject. The instructors should be department members either sworn or civilian, who have 
the respect and credibility of others. These individuals are the ones who will have the 
most impact as instructors. They should be asked to become involved. 

The most challenging part of designing and teaching cultural awareness programs is for 
the trainers to be able to step outside themselves and their own values, prejudices, wants, 
and needs. It takes personal insight and emotional intelligence to be able to successfully 
get the message across without blaming or scolding the attendees. Too often trainers 
approach these issues with personal agendas, (often not realizing it) wanting an 
opportunity to aggressively insist on change or force adherence to the trainer's value 
systems. A trainer must be able to objectively look at the audience and meet their needs, 
not their personal needs. Trainers should take on the role of a resource guides and 
facilitator, not assuming that of a subject matter expert. 

Teaching Techniques- Group Structure and Classroom Structure 

As instructors we are serving as facilitators more than teachers. Our goal is to help 
officers to pragmatically think about the changes in their community and how they will 
affect their jobs and the law enforcement profession. The 2000 U.S. census figures reveal 
there have been some profound changes in the demographics of the country. The 
continued influx of immigrants fundamentally changes the way we do business and with 
these changes, we stress attendees re-examine their stereotypes and understand why 
they may occur. The material presented should be contextually relevant. If training is 
being provided to officers serving in a patrol function, then activities and instruction should 
be directed toward the functions of a patrol officer. This allows the audience to make 
instant connections between his/her work and the material being presented. 

The most effective number of students in a class appears to be 30 to 35 attendees. 
Classrooms should be arranged to enable group discussions. Auditorium or "seats 
forward" classes set the instructor(s) up as "experts" and great targets for various barbs 
and rhetorical questions that disrupt. Tables in the room should be set up to accommodate 
four or five attendees per table. Less than four attendees at each table and more than 
five allow some participants to drop out of discussions. Group process will happen when 
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people are involved in their own training. The many years of experience and intellect at 
each table becomes a strong learning tool if facilitated correctly. Officers have a lot of 
insightful observations and ideas when it involves their jobs. The responsibility to learn the 
most that they can about changing community 

situations becomes theirs. Allowing folks to speak up and discuss issues that affect them 
and their jobs on the street is critical to these issues. Instructors would do well to trust in 
the intellect of the groups. They will rise to the occasion with good, solid, discussions and 
possible solutions. 

Curriculum Content and Structure 

Recently, law enforcement educators and researchers began to divide sensitivity training 
for the police into two distinct types: Race-Relations training or sensitivity training and 
Cultural Awareness models of training. Research has shown that Race Relations models 
have focused primarily on increasing people's awareness of their own racism and 
understanding of the structural dynamics of racism, while Cultural Awareness models or 
intercultural training has tended to emphasize cross cultural understanding and self
awareness (Ungerleider et al, 1995) 

Race Relations Models 

Some race-relations model based training courses have several characteristics unique 
to this style of training: 

Typically having racial and/or ethnic minority trainers. 
Stressing the need to sensitize White, males to minority issues. 
Focusing on past problems and guilt. 
Focusing on "White or dominant privilege" 
Including exercises that can be somewhat demeaning to participants as well as 
having little real life value. 
Denying that cultural or racial characteristics can be defined. 
Holding up the U.S. value system as flawed. 
Divorcing course content from real lives and activities of police officers on the 
street. 

Race-Relations based courses seem to be less effective than Cultural Awareness models. 

Cultural Awareness Models 

Programs deemed to be more effective were those that stressed the changing 
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demographics of our communities and the changes involving the policing profession. 
Typically, the courses are job related in content and emphasize the placing of the context 
of the job in the curriculum. Typically, characteristics of these programs are: 

Emphasis on Cultural Awareness rather than "Diversity". 
Inclusive intercultural approaches, bringing many cultures (including the 
Euroamerican cultures) to the issues. 
The content of the curriculum and the exercises used were work related with 
much discussion of current, relevant issues on policing a diverse community. 
Emphasis on the benefits of understanding minority issues and practical skills. 
On-going programs which reflected the values of the department. 
Allowing time for changes to take effect rather than expecting "one-time 
miracles". 

The content of cultural awareness courses involves demographics and psychographies: 
how the world is changing and what those changes mean to the profession. Issues 
involving the aging population, particularly for those sun belt communities facing a large 
influx of retirees, are discussed. Additionally, content involves dealing with personal value 
systems and how humans deal with change is part of the curriculum. Also included are 
discussions on historical perspectives and how people may react to previous experiences 
with police. It is important to remember that the Civil Rights movements in the 1960s were 
only a short forty years past and many people, particularly African Americans, still 
remember the actions by police during the demonstrations in the South. A part of the 
cultural awareness curriculum involves communication in a cultural context and cultural 
applications with police. Group discussions, role-plays, pencil tests, videos, lecture, 
overheads, and PowerPoint presentations are used as media. Multimedia resources are used 
as those students preferring Sensing learn better through practical experiences while lntuitives 
learn better through abstract lecture methods (Lawrence, 1982; Myers, 1980). The lecture 
method is used throughout as it serves to pass on volumes of information and facts, but it is 
made more effective by using a multitude of media (Wilkins, 1996). 

It is also important to understand the power that police represent in their community and 
how people of other cultures may view that power. The system of justice in the United 
States is based on English Common Law with individual rights and responsibilities being 
critical to its success. The vast majority of immigrants are coming from countries whose 
justice systems do not resemble ours at all. Unlike the U.S., in many countries, society as 
a whole or the government is the beneficiary of the law, not the individuals in that society. 
Understanding the context of communication and the role that it plays in human interaction 
as well as value systems of different cultures will enable law officers to be more effective 
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and more efficient when dealing with the public. 

We want to help officers put their jobs back into an understandable perspective. When 
we work in a disadvantaged part of town on third shift with the same one or two percent of 
the population of any culture or race that cause society and our communities the most 
problems, it is relatively easy to be negatively affected. 

Conclusion 

Communication is a critical part of policing. Research in the United States has shown that 
93 percent of police work is one-on-one communication and the ability to communicate 

with all of the citizens in our communities is critical to successful policing. The more 
effective courses are those that include discussions of various cultures within communities 
and how they can best be served. The changing diversity of our communities will 
challenge us all towards more effective policing. The discussion and implementation of 
these and other well thought out and pragmatic approaches to teaching will enable trainers 
to more effectively approach cultural awareness and cultural communications training in 
the law enforcement profession. 

Appendices: 

The Law Enforcement Type Sorter10 is published by Leadership Inc., of Scottsdale, 
7418 E. Helm Drive, Scottsdale, Arizona, U.S. 85260. sorter@leadershipinc.com. 

The Myers Briggs Type Instrument© is published by Consulting Psychologists Press, 
Inc., 3803 E. Bayshore Road, Palo Alto, California U.S. 94303 www.cpp-db.com. 
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2 OVERSIGHT’S ROLE IN POLICE TRAINING DESCRIPTION 
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3 ORIGINAL SAN FRANCISCO LEP ORDER, 2014 UPDATE TO SAN FRANCISCO LEP ORDER 

  





















 

 

 

 

 

 

 

 

 

 

 

4 MILWAUKEE POLICE DEPARTMENT FAIR AND IMPARTIAL POLICING TRAININGS INSTRUCTOR’S GUIDE 

 

 

 

 

 

 

 

 

 

 

 

 

 



























































 

 

 

 

 

 

 

 

 

 

5 MILWAUKEE POLICE DEPARTMENT FAIR AND IMPARTIAL POLICING TRAININGS LESSON MODULES 

 

 

 

 

 

 

 

 

 

 

 

 

 

 































































































































 

 

 

 

 

 

 

 

 

 

6 ROLE PLAY, THE DOMESTIC VIOLENCE CALL 
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8 SCENARIO, MAN ON THE PORCH 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 





















 

 

 

 

 

 

 

 

 

9 TRANSCRIPTS FOR BJA DIVERSITY SERIES VIDEOS: ISLAM, BUDDHISM, AND SIKH. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



(Kevin Dean) They work in every profession;

work out in neighborhood gyms.

(Dean) They teach our children and raise their own.

(Dean) They are members of the Sikh faith, or more correctly pronounced,

the Sikh faith.

Several thousands Sikhs live, work, and worship in the Chicago area.

(Dean) Hello, I'm Chaplain Dean with the Chicago Police Department.

(Dean) In an ideal world, all encounters between and public would be marked

by mutual respect and dignity.

(Dean) Each party would have an understanding, an appreciation for the other's

background, beliefs, and values.

(Dean) In that spirit, we as police officers should do what we can to learn about

the variety of customs, religions, and nationalities that form the fabric of our communities.

Today, let us take a closer look at the Sikh faith.

(Dean) Sikhism is a religion, not a nationality.

(Dean) It is a unique religion; a religion revealed by God through the Sikh gurus.

(Dean) It is not a blend of other faiths.

(Jasvir Kaur) I think that's probably the biggest misconception, and if they knew

what Sikhism is, it's very different from Hinduism or Islam.

(Dean) Guru [Nanek] founded Sikhism in Punjab, India, 500 years ago.

(Kulwant Singh) Our founder, Guru Nanek, stressed very heavily on finding internal

happiness and internal peace, living in the family life.

(K. Singh) Second thing he stressed on is, make your living through hard work.

(Dean) Sikhs dress distinctively.

(Dean) To be true to their religion, they must wear five articles of faith, known as

the five K's: Kirpan, a small ceremonial sword; Kara, an iron bracelet;

Kachera, long undergarments; Kanga, a wooden hair comb;

and Keshas, uncut hair.



(K. Singh) Keshas is hair: long, unshorn, uncut hair; we don't shave off; we don't

cut hair from any part of our body.

(K. Singh) There's a comb to keep our hair clean.

(Raswant Kaur) Hair is not all over the face; it's tied up nicely, neatly so it's not

a hindrance in your day-to-day activity.

(Dean) Male Sikhs and some female Sikhs wrap their hair in turbans.

(Dean) This is not a fashion preference; it is a religious requirement.

(Rajinter Mago Singh) This is a part of my identity, my faith, being a Sikh, so I have to

wear it, and taking it off would be like being a coward, going back on my word.

(K. Singh) We don't go out without covering our hair, even inside the house, I keep it covered.

(J. Kaur) Men are required to wear a turban.

(J. Kaur) Woman have a choice to, and not many do, but I choose to.

(R.K. Singh) The biggest misconception, when they see somebody with a turban,

and they are just seeing a picture of Osama Bin-Laden or their followers out there,

and then they think, "Oh, maybe he's some way attached to them," which is not the case.

(Dean) As police officers, we need to be aware that the turban is not just a head covering

or a hat; it is a revered religious symbol.

(Dean) Unless you are going to conduct a legally justified pat-down or a custodial search,

the turban should never be touched.

(Dean) In the event that you must conduct a pat-down or custodial search,

explain why you are doing it.

(Dean) If removal of the turban is required, allow the Sikh person to unwrap their turban

in a private area, unless there are overriding safety or security concerns.

(R.K. Singh) Somebody touching my turban or forcibly taking it off is like assaulting me,

or like insulting me, and stripping me of my dignity and my honor.

(Dean) Just as a turban is a revered article of faith, so is the Kirpan, the ceremonial sword.

(Dean) Sikhs wear kirpans to symbolize their commitment to justice and human rights.

(Dean) Be aware that both state statute and municipal code dictate the legalities



of carrying a kirpan.

(Dean) In short, state law and the municipal code allow a Sikh person to carry a kirpan,

provided the kirpan is not carried in a threatening or menacing manner;

that it is not carried with an intended unlawful use;

and that the kirpan is not concealed on or about the person.

(Dean) Municipal code makes it unlawful for a person to carry a concealed knife

with a blade longer than 2 inches.

(Dean) While most kirpans have blades longer than 2.5 inches, most Sikhs wear

the kirpan in a sheath, openly suspended from the waist.

(Dean) If worn in this manner, the kirpan is not considered concealed,

and so wearing the kirpan in this manner is within the law.

(Dean) The municipal code is more restrictive for those 18 years of age or younger.

(Dean) By law, those who are 18 and under are prohibited from possessing any blade

two inches or longer in length, concealed or not.

(Harvind Kaur) While we respect the laws of this country, Sikhs consider the kirpan

an article of faith, rather than a mere weapon.

(H. Kaur) A Sikh wears the kirpan with absolutely no criminal intention.

(Dean) Be aware, those of the Sikh faith feel strongly about their religious right

to carry a kirpan.

(H. Kaur) We're working with law enforcement in Chicago as well as across

the country to examine the law more closely, so that we can see how we can

reconcile the gap between the existing law and what we know is our fundamental

religious right.

(H. Kaur) As an American, I am guaranteed the freedom of religion in the Constitution;

that's the beauty of America.

(H. Kaur) It's fluid enough to allow all religions the opportunity to practice their

sacred beliefs freely.

(Dean) The Sikh faith incorporates a strong sense of social justice.



(Dean) The Sikh community is known for its willingness to work with police.

(Jolly Singh) It doesn't matter whether you're a Christian or a Sikh or a Hindu

or anybody else.

(J. Singh) If, suppose somebody is harming you, and you are in need, it is my duty

to help you.

(R. Kaur) I tell my son, 18 years old, in fact, when September 11 happened,

my first reaction was, in case need be, he will be in the military, he will be in the Army,

in case that needs to be, because this is our country now.

(Dean) People of the Sikh faith reject the caste system of India.

(Dean) To discourage elitism, Sikhs share the same last names.

(Balwant Hansra Singh) Any born Sikh, male member, has the name Singh,

and the ladies, girls, have the name Kaur.

(R.K. Singh) "Singh" means "a lion," or "a tiger," and all females took "kaur," K-A-U-R,

which means "princess" and "lioness," and the purpose of that was eliminating

caste system, so that everybody has that same name, and they're all at that same level.

(Dean) Unlike those from some religions, those in the Sikh faith, male and female,

consider the handshake an entirely acceptable form of greeting.

(Dean) The Sikh faith views men and women as equals in all aspects of their

professional, personal, and spiritual lives.

(K. Singh) According to the instructions in the Sikh faith, women are treated equal,

they should be treated equal, they are created equal, and they're equal partners.

(J. Kaur) There is really nothing that limits women from doing anything, in our religion,

socially, culturally, religiously.

(R. Kaur) I'm blessed to have my own domain, my own business, where I can really have

the flexibility I have of being a professional, of being a productive member of the society,

yet being a mother, which is the most important role.

(Dean) Like everyone else, Sikhs struggle to meet the demands of the modern

American family.



(Sukhvir Kaur) We are like any other parents; we want the same things for our kids.

(S. Kaur) We want them to have a good upbringing, go to good schools, a good education,

for them to be good, contributing citizens of the country.

(S. Kaur) Just what any other parent would want of their children.

(Irwin Singh) Day-to-day activities, yes, it's a typical family you'll find anywhere.

(R.K. Singh) Sure, we do all those things; we have birthday cakes, our children go

to Chuck-E-Cheese and all those, McDonald's and all those places you go.

(R.K. Singh) There's no difference.

(Dean) Many Sikh homes have a room set aside from prayer, where they keep

the Sikh holy book, called the Guru Granth Sahib.

(Dean) When responding to a call at a Sikh home, be respectful of this room.

(Dean) Should you need to enter this room, unless there are overriding safety

or security concerns, remove your shoes.

(Dean) Also, officers should avoid contact with the Holy Book.

(J. Singh) We have a prayer room at our house; it's one exclusive bedroom that is

kept away from the rest of the traffic, and we go inside with the shoes removed, and so on.

(Dean) The Sikh place of worship is called the gurdwara.

(Dean) If during the course of an investigation, police visit a gurdwara, be aware

that this, too, is a Sikh holy place with certain customs and sensitivities.

(K. Singh) Whenever anybody enters the gurdwara, we request that they do a few things.

(K. Singh) Number one is that they remove their shoes; number two, they cover their head;

number three, they should not smoke, and you do not touch the Holy Scriptures;

that's very important.

(Dean) Most gurdwaras have services every day.

(Dean) Sunday's services are well-attended.

(Dean) Services are followed by a community meal called [lunga].

(Dean) Any person of any faith is welcomed in a Sikh gurdwara.

(Dean) The Sikh ideology does not condone religious or cultural prejudices in any form.



(J. Singh) Our religion does state that all religions have a place in the world;

they all are equal; nobody's superior.

(Dean) Sikhs practice respect and tolerance of all others.

(Dean) This is something they expect in return.

(J. Kaur) We're all humans; we should be relating to one another.

(J. Kaur) We believe in one god, and God unites us all.

(R.K. Singh) You can consider me like somebody in your neighborhood,

next-door neighbor or someone, a colleague at work, another person at school,

sitting next to you in class; the only difference is, I look a little different, because

I have a beard, and I have a turban.

(Dean) Let's take a moment to conclude, and to review some of the highlights

of the Sikh faith.

(Dean) The five K's of Sikhism are sacred to Sikhs.

(Dean) Turbans are a revered article of faith.

(Dean) Unless a search is legally justified, avoid touching a turban, and refrain from

asking a Sikh to remove his or her turban.

(Dean) Should there be a need for a legally justified search, if possible, allow the Sikh

to remove his or her turban in private.

(Dean) Sikhs carry kirpans, small ceremonial swords.

(Dean) As long as they are worn suspended from the waist and are not concealed,

the carrying of a kirpan is legal for those older than 18 years of age.

(Dean) For those 18 years and younger, the kirpan blade must be less than two inches

in length.

(Dean) Shaking hands is not offensive to Sikh men and women; it is an acceptable

way to greet people.

(Dean) Keep in mind two special places for those of the Sikh faith: the gurdwara,

a place of public worship, and the special room in a private home where the Sikh

holy book is kept.



(Dean) Typically, visitors to these holy places are asked to remove their shoes

and wear a head covering.

(Dean) All of the people we encounter on a daily basis expect to be treated with dignity

and respect.

(Dean) Those who practice the Sikh faith are certainly no exception.

(Dean) It is our hope that this video will serve to enlighten and foster a new awareness

and understanding.

(Dean) Thanks for watching.

Close Window



(Kevin Dean) It is a religion of peace, submission, and commitment to one God,

and all he created.

(Dean) It is a way of being; a way of life.

(Dean) It is Islam, and fully one-fifth of people in the world follow this faith.

(Dean) They call themselves Muslims.

(Dean) Hello; I'm Chaplain Dean with the Chicago Police Department.

(Dean) This is the second in a series of videos to expand your knowledge and understanding of the many diverse
communities within our city.

(Dean) Having even a basic knowledge of a person's customs and culture

enables police officers to conduct their duties in a more efficient,

and respectful manner.

(Dean) Today, we explore Islam.

(Dean) The Chicago area is home to more than 400,000 Muslims.

(Dean) Many are immigrants from around the world, but many more are second-,

or third-, or even fourth-generation Americans.

(Rami Nashashibi) For example, within the United States, the largest

constituency of Muslims happens to be African-Americans.

(Nashashibi) After that, you have many Southeast Asians, Pakistanis, Indonesians,

Malaysians, and then down there, then you have some Arabs.

(Mazen Asbahi) And there are Muslims of every stripe, of every color and nationality.

(Asbahi) There are white Americans who are Muslim; African-Americans who are Muslim.

(Asbahi) There are Russians and Chinese and Japanese who are Muslim.

(Asbahi) It's very important to keep in mind that Islam is not an ethnicity; it is simply

a very basic religious creed.

(Dean) Muslims believe in one God, who revealed Islam through all the prophets,

with the final prophet being Mohammed.

(Toni Khatib) Abraham is like the father of the three faiths, they call it, and the

Christianity and the Judaism; it's all linked together: we're all of one God.



(Azshar Usman) That is the very definition of Islam, is to submit oneself to the

message of God.

(Imam Wallace D. Mohammed) We must stand for the protection of life.

(Mohammed) We stand for law against crime; we stand for morality, and

obedience to the law.

(Nashashibi) As human beings who are living in society, we're very committed

to the upliftment of this society, and that we see as definitely a religious obligation.

(Kareem Irfan) We bring a strong essence of moral values, family values, social values,

notions of justice, notions about community service and social interaction,

which are an inherent part of Islam, but which are also very important in the

American fabric.

(Dean) A Muslim place of worship is called a Mosque.

(Dean) The Imam is the person who leads the prayers.

(Dean) The Islamic holy book is called the Koran.

(Dean) And God is often referred to as Allah.

(Irfan) So the word "Allah" is nothing other than an Arabic word for God.

(Irfan) In fact, many of the Christian population in the Middle Eastern areas,

they refer to their God as Allah, because it's just an Arabic term for God.

(Dean) Muslims practice the five pillars of Islam.

(Dean) These are: Witness: affirming the absolute unity of God, and accepting

the prophecy of Muhammed.

(Dean) Worship: offering ritual prayers five times a day to God, while facing

in the direction of the Ka'bah in Mecca.

(Dean) Charity: obligatory donation annually of at least 2.5% of accumulated wealth.

(Dean) Fasting: complete abstinence from food, drink, and conjugal relations

from dawn until dusk by able-bodied adults during Ramadan.

(Dean) Pilgrimage: visiting the Ka'bah and other sites in Mecca at least once

in a lifetime.



(Dean) Muslims will conduct their daily prayers privately if possible, or publicly

if necessary.

(Nashashibi) When a Muslim prayers, he prostrates or she prostrates him or herself

to the ground, and puts their head to the ground, and again, it's not a prayer --

unless you have seen this before or been around Muslims -- that you're

accustomed to seeing.

(Irfan) If law enforcement officals, police officers, have to contact some Muslims,

it'd be best to avoid those times, when people are focusing on prayer,

especially in public places.

(Dean) Friday is the holiest day in Islam.

(Dean) Between 12 noon and 2, Muslims gather at mosques

for congregational prayers.

(Mohammed) Very, very sensitive, Friday prayers, and the mosque is very, very

sensitive.

(Mohammed) If you have to go in the mosque for a criminal, I beg you to have

the same respect you would have for a Catholic church or for a Protestant church.

(Usman) We don't wear our shoes, we don't wear our shoes onto the actual

carpets and the prayer rugs, so that would be considered extremely inappropriate

and offensive for, for example, police officers going into investigate something

and what have you, to walk on the rugs with their shoes.

(Usman) Of course, also, there are copies of the Koran, oftentimes, that are kept

in these mosques on bookshelves throughout the mosque area itself.

It's considered extremely appropriate to put that on the floor.

(Dean) Islam attaches high significance to personal modesty, and requires

both men and women to dress in clothes that do not emphasize bodily contours.

(Dean) Women are also expected to cover their hair, and many -- but not all --

Muslim women wear the headscarf known as the hijab for this purpose.

(Dr. Lena Shahbandar) The real purpose is just to notify yourself as somebody



who believes in God, and it's really respect for God that you do this for.

(Shahbandar) You have to cover in front of men who are unrelated to you,

so I uncover at home, in home environments with family; if I was with a group

of women, I wouldn't have to cover.

(Dean) Police then should treat Muslim women with particular care and sensitivity

about modesty and touching, regardless of whether the hijab is worn or not.

(Shahbandar) Muslim men and women are prohibited from being alone in a room

with a person of the opposite sex with the door closed.

(Shahbandar) So if it's necessary to interview somebody of the opposite sex,

whether it's male-to-female or female-to-male, it would be preferable to have

another person in the room.

(Dean) Police will also find that many Muslim women and men will not shake hands,

and will avoid direct eye contact with members of the opposite sex.

(Nashashibi) And that may be misconstrued as disrespect, or a person is averting

something, are anxious about something, but oftentimes what it is is again,

the modesty that is prescribed as part of the way Muslims conduct themselves,

whether they are men or women.

(Dean) The headscarves and long skirts worn by some Muslim women lead to

erroneous assumptions that Muslim women are somehow oppressed.

(Shahbandar) A lot of times, people think that Muslim women haven't really had

much experience, or are not allowed to do many things, and I think that couldn't

really be further from the truth.

(Khatib) Nothing holds me back as far as being a Muslim woman.

(Khatib) Once you really study Islam, if you're in university, and take the classes,

you'll see that Islam basically was the first women's liberation movement.

It helped the poor; it helped the women from being oppressed.

(Usban) They can own their own businesses; they can own their own property;

they were given voting rights from the very beginning in the Islamic tradition.



(Dean) And Muslim boys and girls are equally cherished, and keep their parents

equally busy.

(Irfan) Children go to school; my daughter is a typical teenager, she's fascinated with

basketball, she plays for the school team.

(Irfan) Both my children are into tennis; they follow it very closely, because that

is one of my avid avocations, aside from work and other community work.

(Dean) Like Muslim women, Muslim men wear a variety of dress.

Headcoverings, such as kufis, skullcaps, or turbans, are not religious requirements,

but cultural preferences.

(Usban) For a man to remove his hat, or that which is covering his head, is much

less of an issue in public than it is for women.

(Dean) Many Muslim men also grow beards in deference to the prophet Muhammed.

(Dean) Cultural dress does not necessarily mean the person is foreign.

(Dean) Assumptions based on a person's clothing should be avoided.

(Asbahi) Muslims aren't necessarily from somewhere else.

(Asbahi) Just because a woman wears a headscarf doesn't mean she came off

the boat from somewhere.

(Shahbandar) Because a lot of times, people meet me and they think, "Oh, this

is a foreigner; she doesn't know how to speak English; she's not educated,"

and then I turn out to be pretty normal.

(Dean) Dr. Lena Shahbandar was in fact born here, and educated at

Northwestern University.

(Dean) Muslims are valued members in all professions.

(Ofc. Ziad Hamideh) I was born in Jordan; I lived there for the first ten years,

and then I emigrated to the United States, and I've been living here for the last

23 years.

(Hamideh) I've been a policeman with the Chicago Police Department going on

six years; my brother's a policeman, and I have a lot of good friends who are



police officers that speak Arabic, and they put their life online for the American public.

(Dean) Police officers, doctors, teachers, attorneys, parents, students, volunteers.

(Dean) Muslims integrate the tenets of their faith into all aspects of their lives.

(Irfan) When I come into work, I cannot leave my Islamicity, for lack of a

better term, outside.

(Irfan) I bring it in; I bring my values about being good to people, about being

sensitive, about being caring, about being ethical: all of those values come with

me; in addition, I've got to follow the traditional rituals of practice.

(Dean) Muslims, just like people of all faiths, expect police officers to exhibit

those same values.

(Khatib) I want my son to always feel like an officer is someone he can trust,

he can look up to, and he can call, and not fear.

(Dean) And police need to be sensitive to an increased fear among Muslims,

in light of current world events.

(Nashashibi) I think a lot of explanation on the part of the police officer, or a

sense of reassuring them that this is just a routine stop, will go a long way in

allaying some of those concerns.

(Dean) As a police officer, there are many religious and cultural considerations

to keep in mind when dealing with people of the Islamic faith.

(Dean) The five daily prayers are an important part of Muslim life, and are done

in a prostrate position.

(Dean) Fridays are the holiest days for Muslims, and large crowds gather at mosques.

(Dean) Muslim men and women may avoid direct eye contact with members of the

opposite sex, and many prefer not to shake hands.

(Dean) Unless there are safety or security concerns, the following considerations

are recommended:

(Dean) Remove your shoes when entering the prayer area of a mosque.

(Dean) Because modesty is highly valued in Islam, if possible, Muslim men and women



should be interviewed by officers of the same gender, and Muslim women should

be allowed to remove their headscarves in private whenever possible.

(Dean) Also, keep in mind, some Muslims have an increased fear of law enforcement

due to anti-Muslim sentiment following terrorist attacks by foreign Islamic extremists.

(Dean) All of the people we encounter on a daily basis expect to be treated with dignity

and respect.

(Dean) Those who practice the Islam faith are no exception.

(Dean) It is our hope that this video will serve to enlighten and foster a new

awareness and understanding.

(Dean) Thanks for watching, and as always, stay safe.

Close Window



(Kevin Dean) It is the fourth-largest religion in the world, and its followers are found

in every country of the world.

(Dean) Buddhism is a unique doctrine that teaches spiritual enlightenment through

loving kindness, compassion, and peace.

(Dean) Hello, I'm Chaplain Dean with the Chicago Police Department.

(Dean) This is the fourth in a series of videos to expand your knowledge and understanding

of the many diverse communities within our city.

(Dean) Having even a basic knowledge of a person's customs and culture

enables police officers to conduct their duties in a more efficient and respectful manner.

(Dean) Today, we explore Buddhism.

(Dean) This is the image many people have of Buddhists.

(Dean) These are Buddhist monks from Thailand.

(Dean) They represent just a small number of the estimated 150,000 Buddhists

living in Chicago.

(Asayo Horibe) There are American, European Buddhists, there are Buddhists who are

Catholic, there are Jews who are Buddhist.

(Barbara McBee) We do have police who are members.

(McBee) We are in all walks of life.

(McBee) I am a journalist and a publicist; we are in politics...

(Dean) There are more than 60 Buddhist temples in the Chicago area,

representing different sects of Buddhism, such as [Purelan, Micharin], or Zen.

(Dean) Siddhartha Gautama was a real person, and is the founder of Buddhism.

(Dean) He lived in India in the fifth century B.C.

(Dean) He is revered as guide, not a god.

(Rev. Tom Lane) He is human, just the same as anyone else, so not a god:

a teacher, a fountainhead, someone we look to, but it's the teaching, more important

than the person.



(Dean) The word "buddha" means "awakened one."

(Dean) Siddhartha Gautama was deemed a buddha when he found the path

to supreme enlightenment.

(Dean) This released him from what Buddhists believe is a continuous cycle of birth,

suffering, death, and rebirth.

(McBee) We believe the soul is eternal, so the causes that we make

determine how we will be reborn.

(McBee) We don't believe that we have one life and this is it and we go to heaven,

as Christians do.

(Dean) Buddhism emphasizes the value of all life and all faiths.

(Horibe) One of the Buddhist teachings is that there are 84,000 ways to find the truth,

and whether you take the way of Islam, Christianity, Judaism, if this helps you

to live better and to believe that this life is precious, then I think that's wonderful.

(P. Boonshoo Sriburin) Buddha's message is a message for peace, for harmony,

for enlightenment, for a higher [grid].

(Dean) Meditation and chanting are important Buddhist practices.

(Dean) These are performed both formally and informally.

(George Costakis) Formal practice would be such as here at the temple, sitting on a pillow,

or chanting at the altar with the rest of the temple, or alone, or at home in the morning,

or in bed, before going to bed.

(Costakis) And then informal practice would be something like that you are in your car

during rush hour.

(McBee) I like to tell people, you know, I'm a Buddhist, and this is what I'm going to do

right now, so that you don't think I am ill, or I'm speaking some strange language;

I'm doing this deliberately, and this is why I'm doing it.

(McBee) And I'll just chant out loud.

(Dean) Buddhist temples hold public services throughout the week.



(Dean) There is no mandatory day of worship, but Sundays are busy at Buddhist temples

in Chicago.

(Dean) When entering a Buddhist temple, it is respectful to remove your shoes.

(Dean) Buddhist monks and nuns are greeted with folded hands and a nod.

(Dean) Traditional handshaking with a lay Buddhist is acceptable, but monks and nuns

have no physical contact with the opposite sex.

(Dean) Monks and many lay Buddhists are vegetarians.

(Dean) Monks eat only an early morning and late morning meal; they eat no food

after 12 noon.

(Dean) Though they live rather cloister lives, there is nothing that prevents monks

from interacting with police.

(Dean) But keep in mind, due to persecution in other countries, new immigrants

may be intimidated by police, though that is changing.

(Sriburin) Now, I think there's more understanding, with regards to that section

of the police, and how the police also are human beings, to serve or to protect

the security of all people.

(Dean) Statues of various Buddhas are not considered sacred, but police officers

are asked to treat them respectfully, whether within a temple or a business

or private home.

(Horibe) Altars are a special place for meditation, and for inward practice meditation,

so just showing respect when you enter the room, and not start tearing things apart.

(Lane) It's very common, even in an American Buddhist home, to have a space

set aside for these objects, probably some incense, perhaps a bell that's used

in meditation.

(Horibe) You can take off your shoes -- many times because of the situation,

many Americans of different ethnic backgrounds don't ask you to take your shoes off

when you enter their house, but if you can keep your eyes open, and be aware



that if you see shoes outside, then you can remove your shoes.

(Dean) Some altars are called [boonsidans], and may contain a scroll called a [gohonsam].

(Dean) Some Buddhists may also carry a prayerbook called a [gungyo] book

and meditation beads.

(Costakis) Some people carry around the meditation beads; you might see them,

they're little wooden beads; sometimes they have them on their wrist;

sometimes they wear them around their neck.

(McBee) The gungyo book and the beads can be handled.

(John Michael Schuh) Anything that is a part of someone's faith should be treated

with respect.

(Dean) Buddhist customs and courtesies vary, depending on ethnic backgrounds.

(Lane) The thing to key on is really the ethnic or national background of the person.

(Lane) Thai people, Southeast Asian Buddhists, will have a different set of courtesies

than East Asian.

(Lane) For me, an American, just approach me the same as you would any other

Irish-American.

(Dean) When in doubt, simply ask.

(Dean) People of all backgrounds welcome courteous inquiry.

(McBee) Yes, you could ask; in fact, that would be great, because you might not know

what kind of Buddhist you're having a dialogue with, and they'd be happy to tell you

what their limitations are, if they have any.

(Dean) There are many different sects of Buddhism, and many different customs

and practices.

(Dean) There are several things to consider when interacting with followers of Buddhism.

(Dean) Remove your shoes when entering a Buddhist temple.

(Dean) Many but not all Buddhists are vegetarians.

(Dean) Buddhist monks and nuns are greeted with folded hands and a nod.



(Dean) Monks and nuns do not touch people of the opposite sex.

(Dean) In nonemergencies, police may be asked to remove their shoes

before entering some Buddhist homes.

(Dean) Statues of the Buddha are not sacred, but should be treated respectfully.

(Dean) Personal scrolls called gohonsams should not be touched by police, unless

absolutely necessary.

(Dean) Police may handle articles such as prayerbooks and meditation beads.

(Dean) All of the people we encounter on a daily basis expect to be treated with dignity

and respect.

(Dean) Those who practice Buddhism are no exception.

(Dean) It is our hope that this video will serve to enlighten and foster a new awareness

and understanding.

(Dean) Thanks for watching, and as always, stay safe.
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(Dean) Chicago's Latino population is on the rise, with an influx of people well beyond just Mexico.

They are the immigrants from Central and South America.

(Dean) They represent more than a dozen different countries and cultures, but they share the same

desire: a desire to build better lives for themselves and their families.

(Dean) Hello; I'm Chaplain Dean with the Chicago Police Department.

(Dean) This is another in a series of videos to expand your knowledge and understanding

of the many diverse communities within our city.

(Dean) Having even a basic knowledge of a person's customs and culture enables police officers

to conduct their duties in a more efficient and respectful manner.

(Dean) Today, we look at Chicago's Central and South American communities.

(Jessica Jaramillo-Habeck) You have a lot of immigrants who come into this country with the same

mentality as any other person -- any Mexican, any Cuban, anyone else -- the mentality to grow, to be able
to have the American dream, to own property, to be able to give back to their family.

(Ruben Cruz) They come from El Salvador, from Costa Rica, from Honduras, from Panama.

(Dan Alvarez) I'm finding more and more people from those countries, you know, El Salvador,

Guatemala, Nicaragua, Honduras.

(Nilda Flores-Gonzalez) There are some other countries, but in Chicago, it's mostly Guatemala and

Ecuador who are coming here.

(Dean) There are immigrants from all the Central American countries, but by far, the largest group

comes from Guatemala.

(Dean) There are more than 80,000 Guatemalans in Chicago.

(Eleazar Perez) They are looking for any opportunity they have.

(Perez) If they have to do dishes, landscaping, work in a factory, they look for family, obviously,

and friends from the neighborhood, or friends from the same village, to try to network with them,

and try to find resources that way that can help them find employment right away.

(Dean) Ecuadorians represent the largest South American population in Chicago.

(William Espinosa) They'd tell us this was the place to come over, to Chicago, because there was



so much opportunity, in terms of work and education, so we decided to sell our houses in Ecuador,

and we migrated here -- to stay here.

(Dean) Central and South America organizations say census numbers don't give an accurate account

of the immigrant population here.

(Dean) Salvadorians are one example of this.

(Daysi Funes) People aren't registering for the census, so here, the census says that it's only about

600 Salvadorians, but we know it's a fact, because of the people we serve in Central Romero plus

the consulate of El Salvador, it is about 60,000 Salvadorians.

(Dean) Central Romero is an advocacy center that works with Latinos from all over South and

Central America.

(Doris Cabrera) Well, you feel like -- if you are from Colombia, if you are from Ecuador, we feel

comfortable, because we know that we have something in common.

(Flores-Gonzalez) These are different countries, and so people have some differences, also, in terms of

language; there are linguistic differencesl there are differences in terms of food, in terms of music

that people prefer to listen to.

(Jaramillo-Habeck) There are many traditions, and very similar like any other Latin-American country,

family being number-one, sometimes other cultures might look at it as excessive, even, because

they're very, very close; family goes beyond anything and everything.

(Dean) Not all people from Central and South America speak Spanish.

(Dean) Brazilians, for example, speak Portuguese, and then there are indigenous languages.

(Perez) There are areas in Guatemala that don't speak Spanish at all.

(Perez) You go in certain area and you talk Spanish, you would think they'd talk back to you,

and they don't understand Spanish.

(Perez) So the indigenous who are migrating to the city are learning Spanish.

(Ivonne Sanchez) Guatemala has more than 25 ethnic groups with their own traditions

and their own customs.

(Dean) And even within the Spanish-speaking groups, there are a multitude of different dialects.



(Dean) So a Spanish-speaking immigrant from Bolivia, for example, may not understand

a Spanish-speaking police officer from Chicago.

(Funes) Be sensitive that we are not the same, even though we do speak Spanish, still,

a lot of them speak a dialect.

(Dean) The majority of Central and South American people are Catholic.

(Dean) Many blend Catholicism with native rituals.

(Espinosa) There's some candles, there's altars; we've very big on the saints.

(Sanchez) They have altars, sometimes they have figures of the Virgin Mary, or sometimes of Jesus.

(Perez) They carry maybe the little red beans, which are little sacks with red beans and black beans

in it, and rice, which is -- sometimes they fold it in aluminum.

(Perez) So when you first look at it, you think, "Are there drugs in there?"

(Perez) And what it is sometimes is they carry that to fend off bad spirits.

(Dean) Amuletas, or good luck pieces, may be worn or tucked into undergarments.

(Funes) A lot of people carry a little bag with a picture, a little incense, and a little stone, this is like your

lucky charm, and some people say, "Oh, what is that?" and they want to open it and see

that there's no drugs, but it's something that's for your own protection, your own spirit.

(Dean) This is a bag of Ruda.

(Dean) It's an herb that could easily be mistaken for marijuana.

(Dean) Ruta can be purchased in stores in the Latin American community.

(Dean) It is sometimes carried in small pouches, or stored in containers within homes.

(Funes) So people have little herbs in little bottles, like Coca-Cola bottles, they have these herbs

in the corners of the house; it's to bring the spirits in, it's a way of saying we're fine, we're doing OK.

(Funes) It's to bless our house.

(Funes) If somebody comes in and breaks your spirit-house, if you're very religious, it's like

if somebody comes to your house and breaks the ashes of your aunt.

(Funes) It's very disturbing, and people get upset about those things.

(Dean) People coming from rural areas of Central and South America may also have machetes



in their homes or their cars.

(Dean) Machetes are common farming tools.

(Dean) When interacting with people from Central and South American countries, Chicago police

should keep in mind many of these people may be extremely fearful of police.

(Maria Cardona) There is a feeling of distrust, because in the police institutions, there is a high level

of corruption.

(Louis Correa) I believe people that just got here, they don't know the language, so I believe

they feel fearful of the police, which I felt before when I was growing up.

(Dean) Others think Chicago police may have negative stereotypes about people from parts

of Latin America.

(Dean) Colombians, for example, think they are often perceived as being involved in narcotics
trafficking.

(Cardona) The media has portrayed Colombians as drug dealers and terrorists, coming from

a dangerous country, an unstable political system.

(Cardona) If the Chicago Police Department overcomes, they will find people are good, with good

ethical values, good ethical morals, with high professional skills.

(Dean) And people from Central and South America may also be insulted if police make an assumption

that if they look Hispanic or speak Spanish, they must be from Mexico.

(Jaramillo-Habeck) In the beginning, when they would ask me, "Where are you from?" and I'd say,

"Oh, I'm from Ecuador," people would say, "What part of Mexico is that?"

(Perez) And they take a lot of pride in being Guatemalan, or Honduran, or Salvadorian; they take

a lot of pride in that.

(Perez) That's all they have, sometimes; they may not have wealth, but they have that pride.

(Dean) All of the people we encounter on a daily basis expect to be treated with dignity and respect.

(Dean) The people from Central and South America are no exception.

(Dean) It is our hope that this video will serve to enlighten and foster a new awareness

and understanding.



(Dean) Thanks for watching, and as always, stay safe.
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(Dean) Chicago police: they serve and protect.

(Dean) They partner with the community.

(Dean) Unfortunately, the standards set by Chicago police are not always shared

by their counterparts in other countries.

(Dean) And when people from those countries come to Chicago, they may bring with them a deep-rooted

and well-founded fear of all police.

(Dean) Hello; I'm Chaplain Dean with the Chicago Police Department.

(Dean) This is another video in our series designed to expand your knowledge and understanding

of the many diverse communities within our city.

(Dean) Today we discuss how officers can best deal with people who have a genuine fear

of police, based on past experiences in their homeland.

(Elsie Sy-Niebar) They are so afraid that a lot of Asian people just do not want to talk to the police,

even if there's a problem.

(Daysi Funes) And every family member, including myself, has family who've been assassinated

or killed by the government.

(Alvaro Obregon) Maybe they don't understand English that well, and then all of the sudden,

you have somebody standing over them, and that person is wearing a uniform and carrying a gun.

(Rabbi Baruch Epstein) They should just please be understanding that if you approach an elderly

Russian person who lived through Communism, and lived through Stalin and Lenin and so on,

that seeing someone in a badge is not reassuring; it's frightening.

(Nilda Flores-Gonzalez) That the police has been heavily involved in repression of civilians, in the

disappearance of civilians, in questioning people, going to their homes, taking people away,

and those people have never been accounted for.

(Dean) They may be war refugees, survivors of government-sanctioned torture and death squads,

victims of religious and political persecution.

(Dean) They live in Chicago now, but the fears of past abuse by police and government agents

is not easily overcome.



(William P. Powers) A lot of times when you have individuals coming to America that have been raised

in a totalitarian regime or under a dictatorship, or under a government that engaged in

human-rights violations, what ends up occurring is that they grew up in this environment,

and they believe all of authority is going to respond to the in the same way as what occurred

in their native land.

(Dean) Even a routine traffic stop can trigger intense fear in people who have experienced

or witnessed abuse and corruption.

(Powers) What ends up happening is that the most visible representation of government is your military

and your police; they are the two most common triggers for that belief system.

(Powers) So officers should be aware that when they're stopping somebody, they're not sure

exactly what this belief system is, and that there are steps that they need to take to make

the situation go smoothly and calmly, and that's basically in how we communicate with the person.

(Policewoman) May I please see your driver's license?

(Dean) Always be courteous.

(Powers) The courtesy part is universal: yes sir, no sir, yes ma'am, no ma'am; if you know the title, Mr.
and Mrs.,

to use it; if they're a religious figure and you know the title, to use that.

(Policewoman) Are you aware that you were driving over the speed limit, which is 30 mph?

(Dean) Speak calmly.

(Powers) In the course of a courtesy conversation, we don't speak loudy; we keep ourselves calm;

we keep our voice even.

(Man) Me -- no understand.

(Dean) Be patient.

(Powers) When you're asking a person to do that, where English is not their dominant language,

they hear what you say in English, it goes into their mind, and it gets translated into their native tongue;

from their native tongue, they have to search for an answer; once they have the answer,

they have to retranslate it back into English, and now they have to speak to us.



(Powers) All of that takes a period of time.

(Policewoman) May I please -- see -- your driver's license?

(Dean) Use proper English, no slang.

(Powers) What we have to do when we are encountering somebody from another country in another

language is that we have to slow down what we say; we have to be calm in how we approach

and talk to somebody; and we have to grow comfortable repeating the directions that we're trying --

or repeating the information that we're trying to get from the person.

(Dean) And if you can do so without compromising your safety or the public's safety, take time to

explain what you are doing and why.

(Powers) Be direct in asking and explaining exactly what we want to do.

(Powers) Be patient in the course of the interpretation of the language back and forth.

(Powers) Explain what it is that we want to do, and then when we're over, thank them

for their cooperation.

(Funes) Explain why are you coming in.

(Funes) Say, "We are here to protect you, so we want to know what's going on; how can we

help you out?"

(Rami Nashashibi) A lot of explanation on the part of the police officer, or a sense of reassuring them

that this is just a routine stop, will go a long way in allaying some of those concerns.

(Dean) The approach of a plain-clothes officer may also be alarming to people unfamiliar

with the role of tactical teams in Chicago.

(Policeman) I'm from the Chicago Police Department --

(Dean) Officers should identify themselves quickly and clearly.

(Powers) In the case of a stop of somebody from another culture, the slowness of recognition

is what you're dealing with, so that's why it's important to say it upfront, "I'm the police," and then

to show it, to have those two forms.

(Powers) So one is verbal, and one is visual.

(Dean) Immigration status is another factor that fuels a fear of police.



(Dean) It may prevent people from even reporting a crime.

(Flores-Gonzalez) People who are undocumented are going to be more reluctant to have contact

with the police, because that means having contact with an offiicial from the state that can

lead to deportation.

(Maria Del Socorro Pesqueira) Even if you're here documented in this country, and you have

a legal residence, you might not be a U.S. citizen yet, and you might wonder, "Will this kind of

attention play a -- affect my opportunity to become a U.S. citizen down the line?"

(Dean) Keep in mind that in some cultures, people don't make eye contact with police.

(Dean) This is a show of respect, not disrespect.

(Dzung Nguyen) We don't look straight in the eyes; in the Vietnamese culture, it's very offending.

(Nguyen) For example, we're talking to a police officer, we have to show the respect, because

he's the government; he's authority.

(Dean) Discourteous or intimidating behavior by any police officer reinforces not only the fears

of the individual person involved, but quite possibly, the fears of an entire community.

(Jaramillo-Habeck) The whole family's going to know; the whole community's going to know, and

they're going to have this perception.

(Jaramillo-Habeck) Now, they had that idea that you have something against the Latino;

now they have an actual incident that did occur; they have proof, this is truly happening.

(Jaramillo-Habeck) You see what's going on?

(Powers) These are things that increase stress and anxiety.

(Powers) The only way that that will change is that after there is contact with officers from Chicago,

after they see that the conversations go smoothly, after they end up understanding that we're there

to help them, not hurt them; that we're engaging in a mission.

(Powers) And all of that can be done by simply being courteous, being patient, being direct,

explaining what we need to do, thanking them for their cooperation.

(Powers) And you have now just dropped in a seed that starts countering 40 or 50 years

of a history from the country that they came from, and its those seeds over time that allow them



to slowly start changing their belief system, and then they start responding differently

when they're stopped by an authority here within the United States.

(Dean) When dealing with the immigrant community, be conscious of the fact that in many countries,

people are afraid of police.

(Dean) To ease fears, always be courteous.

(Dean) Speak in a calm, even tone of voice.

(Dean) Use proper English and avoid slang.

(Dean) Explain, as best you can, what you are doing and why.

(Dean) Understand that immigration status may prevent people reporting crime, or make

them hesitant to talk to police.

(Dean) Plain-clothes officers should identify themselves quickly and clearly.

(Dean) All of the people we encounter on a daily basis should be treated with dignity and respect.

(Dean) It is our hope that this video will serve to enlighten and foster a new awareness and

understanding.

(Dean) Thanks for watching, and as always, stay safe.
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(Dean) Immigrants from Asia represent one of the fastest-growing immigrant groups

in the Chicago metropolitan area.

(Dean) They come from China, Vietnam, South Korea, Laos, the Philippines, and other countries.

(Dean) The group shares many characteristics of the broader Eastern culture,

but people bring with them customs and traditions unique to their individual homelands.

(Kevin Dean) Hello, I'm Chaplain Dean with the Chicago Police Department.

(Dean) This is the sixth in a series of videos to expand your knowledge and understanding

of the many diverse communities within our city.

(Dean) Having even a basic knowledge of a person's customs and culture

enables police officers to conduct their duties in a more efficient and respectful manner.

(Dean) Today, we explore the Asian community.

(Naisy Dolar) There are over 50 Asian ethnic countries that are incorporated in the category

of Asian, Asian-American.

(Dolar) And so everyone, every country is lumped into that category on the basis of region.

(William Yoshino) You have a series of countries, or various countries here,

that are really separated by history, by culture, by religion, by language, for example,

so that you have very distinct countries, and where you may have folks that appear to look

the same, physically, the opposite is quite true when you look a little bit beneath that surface.

(Dean) From Chinatown on the south side to Argyle Avenue on the north, and communities

all across the city, the Asian culture thrives in Chicago.

(James Lee) Some people bring a lot of money, but that's very rare.

(Lee) Some people just came here and tried to focus on their children's education,

and they believed in the system of America, and they tried to build up their own dream in here.

(Dolar) There's a strong value of family connection and family support system,

(Dolar) There's also a strong emphasis on education.

(Dean) Some immigrants come to Chicago to escape social and political turmoil in their land of birth.

(Dean) They bring with them a fear of police.



(Yoshino) It comes about from folks who come from countries that have been under some

authoritarian rule, in most cases, where there was a fear of the police, a fear of the authorities,

in their countries.

(Tiffany Ly) Khmer Rouge was communist, and around 2.3 million people were executed

for being educated, or living in a high class family, even if you wore glasses, they killed you.

(Elsie Sy-Niebar) They are so afraid; a lot of Asian people do not want to talk to the police.

(Sy-Niebar) Even if there's a problem, they don't want to tell they police;

they will just keep it to themselves.

(Ly) What citizens do not understand is that the police are not there to check immigration status,

and that the police are an institution and an organization that is there to actually help,

and enforce the law.

(Dzung Nguyen) We try to tell them, it's not like Vietnam before.

(Nguyen)The police here is totally different.

(Dean) Compounding the fear is the fact that many immigrants speak little English,

and may have a difficult time understanding police orders or questions.

(Lee) Because of the language problem, some people hesitate to report crime actions or incidents

right away, because they have to deal with a lot of police officers, and they don't know how

to explain it.

(Ly) If you talk too loud, they get scared.

(Ly) They're like, "Oh, what did I do wrong?"

(Ly) And they might not understand English, so all they know is just a hard-toned voice

coming to them.

(Sy-Niebar) Threatening voices, also, can instigate more fear.

(Sy-Niebar) And also our cussing: that's a no-no in our culture.

(Sy-Niebar) Sometimes, if you cuss, before arresting a person, if you cuss them -- especially men --

they would retaliate; there's a chance that they would retaliate.

(Dean) Speaking in a calm tone and at a slow pace will help put people at ease.



(Nguyen) Myself, too; I complain about the police officers: they speak too fast.

(Nguyen) You know, they're speaking English, but at a very, very quick rate,

so even myself, sometimes, I cannot catch through the phone.

(Nguyen) So if they can lower the English, you know...

(Dean) And police officers should not assume that all Asians are new immigrants.

(Denise Lam) A lot of the Chinese-Americans, they are Chinese, but they've been second

or third generations here, and so they feel like, "Well, because I look Chinese,

they treat me differently, but I speak fluently.

(Yoshino) People tend to view them as foreigners, even those who have been here

for generations and generations, who are culturally American, who probably don't speak

their ancestral language, but yet they are kind of regarded as being foreigners

because they look Asian.

(Dean) Police investigating crimes involving Asian immigrants may find victims reluctant

to give information or even press charges.

(Jimmy Lee) I think in our community, we've always been taught to be self-sufficient, so problems

stay within the household, the problems stay within the family.

(Jimmy Lee) And so it's hard for them to ask for assistance, and it's hard for them to want to go,

and especially seek help from the police.

(Sy-Niebar) Especially if the problem is in their family, because among Asian people,

or probably other cultures too, the honor of the family is very important.

(Lam) Those are cultural issues, that they think bad things happen, they just --

especially for Chinese people, they believe that if bad things happen, bad things stay within

the family; it should not go out of the family.

(Dean) Asian families often live as extended families in a single home.

(Dean) The elderly are held in high regard and treated with respect.

(Dean) While rude behavior by a police officer is never acceptable, it will be viewed as extremely

offensive if directed toward an elderly person.



(Jimmy Lee)They're revered a lot higher in the family social circles, and so if you're younger, or

if you're somebody who they perceive as being younger in relationship, they want you to give them that
respect; they expect that respect.

(Dean) Physical contact, whether in greeting or in a show of friendliness, may also be found

offensive, depending on the specific background of a person.

(Nguyen) For example, the rubbing the head: you shouldn't touch the head of anyone

in the Vietnamese community.

(Nguyen) Only parents can touch their son's or their daughter's head only.

(Nguyen) Even a friend, equal, we cannot do that.

(Nguyen) And the second thing is waving at someone, someone you know, with the upper fingers

like this, you know, in the American way.

(Nguyen) It's very, very -- I'm sorry, I don't know the word, like -- insolent, offending,

something like that.

(Nguyen) And the best way is to do it this way.

(Nguyen) "John, can you come here and join me?"

(Nguyen) It's more tolerable.

(Soktheary Nak) It's all in the way that you would approach the different ages.

(Nak) Like, if I were older, I probably wouldn't like to be approached that directly;

I wouldn't like to be spoken at loudly, because I would probably be afraid and scared

because I wouldn't understand the language.

(Nak) Me, as a younger person -- I really just, growing up American, hey, a handshake is fine.

(Dean) And in some Asian countries, not keeping eye contact with a police officer is a sign

of respect, not a sign of guilt.

(Nguyen) And we don't look straight in the eyes, like this -- in Vietnamese culture,

it's very offending.

(Nguyen) For example, we talk to a police office, we have to show the respect,

because he's the government, he's authority, you know.



(Dean) There may be an assumption that all Asians are Buddhists: that's not true.

(Dean) For example, Chicago's Chinatown has a Buddhist temple, a Catholic church,

and a Protestant church, all within a two-block area.

(Dean) It's the same in other Asian communities.

(James Lee) In Korea, a lot of people are Buddhists; there are a lot of Buddhist temples around

in South Korea, as well as Christianity.

(Lee) But in here, the people that came here more became into Christianity here.

(Dean) Regardless of faith, Asian homes and businesses often have small altars or shrines.

(Dean) Police should be respectful of these areas.

(Dean) When possible, remove your shoes when entering a Buddhist temple.

(Dean) And, if it is feasible to do so, ask if you should remove your shoes inside an Asian home.

(Dean) When in doubt, a polite inquiry on any issue will be appreciated.

(Yoshino) Again, if there's no urgency, try to ask.

(Yoshino) I think there's nothing better than when you get into a situation, you're unaware

of what the surroundings might tolerate or not, and the best thing is simply to ask the question.

(Dean) Keep these things in mind when dealing with the members of the Asian community.

(Dean) Immigrants may have a fear of police because of past history in their homeland.

(Dean) Fear and cultural factors may prevent people from reporting crimes to police.

(Dean) Speaking calmly and slowly will ease tension and improve understanding.

(Dean) People from some Asian countries do not make eye contact with police

as a sign of respect.

(Dean) Physical contact during a greeting or during the course of a discussion may be considered

inappropriate, especially in regards to children.

(Dean) All of the people we encounter on a daily basis expect to be treated with dignity and respect.

(Dean) It is our hope that this video will serve to enlighten and foster new awareness

and understanding.

(Dean) Thanks for watching, and as always, stay safe.
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(Sgt. Robert Flores) They come from all walks of life.

(Flores) Their dress and their actions are an expression of their orientation, of their identity.

(Flores) And while religious, cultural, and racial tolerance are discussed widely, the issue

of gender diversity is less understood.

(Flores) This is the latest in a series of videos to expand your knowledge

and understanding of the many diverse communities within our city.

Having knowledge of a person's customs, culture, and orientation enables

police officers to conduct their duties in a more efficient and respectful manner.

Today, we explore the transgender community

(Diana Williamson) Well, my sex assigned at birth was male.

(Williamson) I am, nevertheless, a woman.

(Williamson) And what I'm in the process of doing -- and I am a work-in-progress --

is making my body match my mind, because I can't change the mind;

the body is somewhat more flexible.

(Flores) Transgender is an umbrella term that includes:

(Flores) Transexuals: people who are biologically one sex but identify as another.

(Flores) Also, intersexuals: people born with both male and female sex organs.

(Flores) And cross-dressers, also referred to as transvestites.

(Gloria Wright) I belong to a group where we call ourselves "heterosexual cross-dressers."

(Wright) So we are people who live part-time as females, part-time as males.

(Wright) We tend to be married, or in relationships with women, so people

would see us as being heterosexual, in that sense.

(Flores) The majority of cross-dressers are heterosexual males.

(Flores) Gloria is a successful businessman with a wife and two children.

(Flores) He considers his cross-dressing a compulsion.

(Wright) There's no dating, there's no sexual component to it, and so I think most

people are a little surprised that it has nothing to do with attracting men, or even

attracting women. It's a way of expressing who we feel we are inside.



(Flores) Gender identification and sexual orientation are two entirely different things.

(Flores) The vast majority of transgender people are not gay.

(Ofc. Judith Jenkins) Typically, people think a transsexual or a transgeder, depending

on what they are living as -- they feel that they are gay or lesbian, and they're not at all.

(Jenkins) Most, I'd say, transsexuals are not, and it is simply they way they want to live

in society.

(Ofc. Jose Rios) A persion that's gay feels comfortable in his own body, but is sexually

attracted to other men.

(Flores) Or, in the case of lesbians, other women.

(Renahe Redgenal) I am not going to have any type of sex changes; I am not seeking

to change my gender by any means.

(Redgenal) So I was born a female, and will remain a female until the day I leave Earth.

(Flores) Stevie Conlon, on the other hand, is transitioning.

(Flores) She was born a biological male, but identifies mentally and emotionally

as a heterosexual female.

(Conlon) I'm a transwoman; I identify as a woman, my driver's license was changed,

my name was legally changed.

(Conlon) I'm a transitioning transsexual; I've been on hormones for several years;

I've grown breasts.

(Conlon) And I'm saving up my money for my sexual reassignment surgery.

(Conlon) Transgendered people are just a statistical percentage of all walks of life.

(Conlon) Myself, I'm an attorney; I'm licensed in Illinois and New York.

(Conlon) And we have transsexual doctors, we have transsexual accountants,

so there are people in all the trades.

(Flores) Including law enforcement.

(Flores) Jay Wombles is a Chicago Police Officer.

(Ofc. J. Wombles) Ever since I could remember, I always identify myself as male.

(Wombles) And as I became older and was able to make those changes,



I started to make those changes.

(Wombles) I started with changing my name; then went on to have to [top] surgery,

chest surgery; then I went on to have hormone therapy.

(Flores) And finally, full sexual reassignment surgery, which means now, he is

psychologically, biologically, and legally male.

(Wombles) I'm a police officer; I'm not a "transgender police officer."

(Wombles) I should be judged on my merits as an officer, and not on my personal choices.

(Wombles) Unfortunately, there are some officers here that are affected by my personal choices.

(Flores) There's no room for bias of any kind on the Chicago police force.

(Flores) All people are to be treated professionally, courteously, and respectfully.

(Flores) For interactions with the transgender community, refer to the person

by the appropriate pronoun.

(Williamson) It's terribly, terribly offensive, to a transsexual, to have herself -- in my case --

referred to with male pronouns.

(Conlon) If they have a question, though, they could simply ask me:

'How do you prefer to be identified?' 'Which pronoun would you like me to use,'

he or she?" -- and I'd be happy to tell them.

(Police officer) Is this you on the ID?

(Woman) Yes.

(Police officer) How would you like to be referred to as, ma'am or sir?

(Jenkins) I've myself done the mistake, had somebody step out of the car, and said,

"Ma'am, step out of the car," and they are male.

(Jenkins) And they'll say, "Oh, well, I prefer this-or-that," and at that point I refer

to them as such.

(Flores) Pat-downs may be more complicated.

(Flores) People in transition may not have undergone complete sexual reassignment surgery.

(Flores) Ask a transitioning person if he or she is pre-op or post-op.

(Rios) Now, a lot of the people that are transitioning that go from male to female start off



with hormone injections, so they might start developing breasts; they might have already

gotten implants.

(Rios) They still have to be searched by a male, because if they have male genitalia,

they're considered men.

(Rios) Females that are female-to-male might look like a male with facial hair, but might

still have female genitalia; should be searched by a female.

(Jenkins) This is an officer safety issue, and it just has to be done.

(Jenkins) And if you could do it as respectfully as you can, but never compromise.

(Jenkins) And I do say this again: never compromise officer safety on that.

(Flores) Be sensitive to transgender dress.

(Flores) Some transgender people wear wigs.

(Flores) Padded undergarments may be worn to give a person a more feminine

or masculine look.

(Flores) Breast prostheses are also common.

(Flores) Officers should refrain from verbal and nonverbal expressions of surprise or

disapproval.

(Williamson) And it usually happens when the officer is simply ignorant, and just

doesn't know what he or she is dealing with, and it's humiliating to the person

who's having it done to her or to him.

(Williamson) And there's no reason for it.

(Conlon) And just as someone puts significance in their attire because of their faith

or their upbringing, we put a lot in our attire for our gender identity; that's what we're doing.

(Casey) Every time I've witnessed this, I've seen cops kind of, "What?" -- I mean,

give funny looks, so I don't feel like a lot of people feel safe or comfortable.

(Flores) Casey identifies as a female-to-male transsexual.

(Flores) He works with gay and transgender youth in the uptown community.

(Casey) A lot of times I'll hear, and I've witnessed, young transgendered girls walking down

the street, and where cops would assume that they're out walking around trying to



turn tricks or to pick up johns or whatever.

(Flores) That is not an infrequent complaint among transsexuals, a belief that police

and others assume they are somehow involved in the sex trade.

(Conlon) That's like assuming that a woman, because of her appearance, just wants

to have sex with men; that's really not appropriate.

(Conlon) But people make that generalization about trans-people, whether you're

a trans-man or a trans-woman.

(Williamson) And sometimes that erroneous assumption works a real hardship on people.

(Flores) Assumptions, gender profiling, stereotyping.

(Flores) All are counterproductive to police work.

(Flores) Keep an open mind when dealing with any community member, regardless of

race or religion, sexual preference, or gender identity.

(Jenkins) Treat anybody that you would come into contact with in our community

as if you were treating a family member, or somebody that you know.

It's as simple as that.

(Wombles) They need to respect people's personal choices.

(Wombles) You don't have to understand it or agree with it, but you need to respect it.

(Wombles) And I think with the respect, everything else will fall into place.

(Flores) All of the people we encounter on a daily basis expect to be treated with dignity

and respect.

(Flores) It is our hope that this video will serve to enlighten and foster a new awareness

and understanding.

Thanks for watching, and as always, stay safe.
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Language
Identification 

Guide 

This guide assists literate individuals who 
are not proficient in English to identify a 
preferred language. 



  

 

Language Identification 
Guide for State and 
Local Law Enforcement  
You may encounter individuals who 
have limited English proficiency 
(LEP) in the performance of your 
duties as a law enforcement officer. 
Such encounters raise both practi
cal issues and legal obligations. 

Individuals with limited English 
proficiency must understand 
their legal rights and must be able 
to communicate effectively with law 
enforcement – whether as victims, 
members of the public, individuals 
accused of a crime, or convicted 
criminals. 

LE Version 1.1 August  2011 1 



 

Title VI of the Civil Rights Act of 
1964 requires all recipients of 
federal assistance from any 
source (for example the 
Department of Justice, which 
provides funds to nearly all police 
and sheriff departments) to take 
reasonable steps to provide 
meaningful access to individuals 
with limited English proficiency. 

This “I Speak” guide is a practical 
way to identify which language an 
individual speaks.  Consult your 
local agency for your LEP plan 
and resources, such 
as over-the-phone interpretation. 

Contact the DHS Office for Civil Rights and 
Civil Liberties’ CRCL Institute at 
CRCLTraining@dhs.gov for digital copies 
of this guide or an “I Speak” poster. 
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I speak ...
 
A 

Amharic
 

Arabic
 

Armenian
 

B 
Bengali
 

Bosnian 
Ja govorim bosanski 
Bulgarian 
Аз говоря български 
Burmese 
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C 

Cambodian
 

Cantonese
 
(Traditional) 

(Simplified) 

Catalan 
Parlo català 

Croatian 
Govorim hrvatski 

Czech 
Mluvím česky 

4 



   

  


 D
 
Danish 
Jeg taler dansk 
Dari 

Dutch 
Ik spreek het Nederlands 

E 
Estonian 
Ma räägin eesti keelt 

F 
Finnish 
Puhun suomea 
French 
Je parle français 

5 



  

G 

German 
Ich spreche Deutsch 
Greek 
Μιλώ τα ελληνικά 
Gujarati 

6 




 

H 

Haitian Creole 
M pale kreyòl ayisyen 

Hebrew 

Hindi
 

Hmong 
Kuv has lug Moob 

Hungarian 
Beszélek magyarul 

7 




 

I 

Icelandic 
Èg tala íslensku 

Ilocano 
Agsaonak ti Ilokano 

Indonesian 
syay bisa berbahsa Indonesia 

Italian 
Parlo italiano 

J 

Japanese
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K 
Kackchiquel 
Quin chagüic ḱ á chábal ́ ruin ́ rí 
tzújon cakchiquel 
Korean 

Kurdish 
man Kurdii zaanim 
Kurmanci 
man Kurmaanjii zaanim 

L 
Laotian
 

Latvian 
Es runâju latviski 
Lithuanian 
Að kal bu lietuviš kai          

9 




 


 

M 
Mandarin
 

(Traditional) 

(Simplified)
 

Mam 
Bán chiyola tuj kíyol mam 
Mon 

N 
Norwegian 
Jeg snakker norsk 
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P 

Persian
 

Polish 
Mówię po polsku 
Portuguese 
Eu falo português do Brasil 
(for Brazil) 

Eu falo português de Portugal 
(for Portugal) 

Punjabi 

11 


 Q
 

Qanjobal 
Ayin tí chí walq´ anjob´ al 
Quiche 
In kinch´aw k´uin ch´e quiche 




 


 

R 

Romanian 
Vorbesc româneşte 
Russian 

S 
Serbian
 

Sign Language (American)
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Slovak 
Hovorím po slovensky 
Slovenian 
Govorim slovensko 
Somali 
Waxaan ku hadlaa af-Soomaali 
Spanish 
Yo hablo español 
Swahili 
Ninaongea Kiswahili 
Swedish 
Jag talar svenska 

T 
Tagalog 

Marunong akong mag-Tagalog 
Tamil 

13 




 Thai
 

Turkish 
Türkçe konuşurum 

U 
Ukrainian 
Я розмовляю українською мовою 
Urdu 

V 
Vietnamese 
Tôi nói tiêng Việt 

W 
Welsh 
Dwi’n siarad 
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X 
Xhosa 
Ndithetha isiXhosa 

Y 
Yiddish
 

Yoruba 
Mo nso Yooba 

Z 
Zulu 
Ngiyasikhuluma isiZulu 

15 




 

Selected Indigenous Languages of Mexico A
grupación

L
ingüística 

Variante L
ingüística 

Frase en español 
Frase en lengua 

chichim
eo

jonaz 
chichim

eco jonaz 
yo hablo chichim

eca 
ikáuj úza’ ér~í 

m
azateco 

m
azateco del norte 

yo hablo m
azateco

H
ablo la lengua de

Santa M
aría C

hilchotla 

C
ha’ña enná

C
ha’ña énn nda xo 

m
aya 

m
aya 

Yo hablo  m
aya 

teen k-in t’aan m
aya 

m
ixe 

m
ixe bajo 

Yo hablo m
ixe 

M
adyakpiëch ayuuk 

m
ixe alto, de

Tlahuitoltpec 
Yo hablo m

ixe 
X

aam
këjxpët

ayuujk ëts
nkajpyxypy 

m
ixteco 

m
ixteco del oeste

de la costa 
yo hablo m

ixteco 
Yuu kain se’en savi 
ñu ñundua 
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Selected Indigenous Languages of Mexico A
grupación

L
ingüística 

Variante L
ingüística 

Frase en español 
Frase en lengua 

náhuatl 
náhuatl de la huasteca
veracruzana
(se entiende junto con Ve
racruz y San Luis Potosí) 

yo hablo náhuatl 
N

a nitlajtow
a

náhuatl 

tojolabal 
tojolabal 

yo hablo tojolabal 
Ja´ke´ni w

ala
kúm

aniyon
tojol-abál 

triqui 
triqui de la baja 

yo hablo triqui 
‘unj a’m

ii xna’ 
ánj nu’ a 

tseltal 
Yo hablo tseltal 

Te jo’one ja k’op te 
bats’il k’op tseltal

tsotsil 
Yo hablo tsotsil 

V
u’une jna’xi k’ 

opoj ta bats’i k’op
zapoteco 

zapoteco de la planicie
costera 

yo hablo zapoteco 
N

aa riné’ diidxazá 

chinanteco 
chinanteco del sureste
m

edio 
yo hablo
chinanteco 

Jnea lo’n jujm
ií kiee

’ dsa m
o’kuöo 
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A - pg. 3 
Amharic 
Arabic 
Armenian 

B - pg. 3
 
Bengali 
Bosnian 
Bulgarian 
Burmese 

C - pg. 4
 
Cambodian 
Cantonese 
Catalan 
Croatian 
Czech 

D - pg. 5
 
Danish 
Dari 
Dutch 

E - pg. 5
 
Estonian 

F - pg. 5
 
Finnish 
French 

G - pg. 6 
German 
Greek 
Gujarati 

H - pg. 7
 
Haitian Creole 
Hebrew 
Hindi 
Hmong 
Hungarian 

I - pg. 8
 
Icelandic 
Ilocano 
Indonesian 
Italian 

J - pg. 8
 
Japanese 

K - pg. 9
 
Kackchiquel 
Korean 
Kurdish 
Kurmanci 

L - pg. 9
 
Laotian 
Latvian 
Lithuanian 

M - pg. 10 
Mandarin 
Mam 
Mon 

N - pg. 10
 
Norwegian 

P - pg. 11
 
Persian 
Polish 
Portuguese 
Punjabi 

Q - pg. 11
 
Qanjobal 
Quiche 

R - pg. 12
 
Romanian 
Russian 

S - pg. 12, 13
 
Serbian 
Sign Language 
Slovak 
Slovenian 
Somali 
Spanish 
Swahili 
Swedish 

T - pg.  13, 14
 
Tagalog 
Tamil 
Thai 
Turkish 

U - pg.14 
Ukrainian 
Urdu 

V - pg.14 
Vietnamese 

W - pg. 14
 
Welsh 

X - pg. 15
 
Xhosa 

Y - pg. 15
 
Yiddish 
Yoruba 

Z - pg. 15
 
Zulu 

See page 16,17 
for selected 
indigenous 
languages 
of Mexico. 



G - pg. 6
German
Greek
Gujarati

H - pg. 7
Haitian Creole
Hebrew
Hindi
Hmong
Hungarian

I - pg. 8
Icelandic
Ilocano
Indonesian
Italian

J - pg. 8
Japanese

K - pg. 9
Kackchiquel
Korean
Kurdish
Kurmanci

L - pg. 9
Laotian
Latvian
Lithuanian

M - pg. 10
Mandarin
Mam
Mon

N - pg. 10
Norwegian

P  - pg. 11
Persian
Polish
Portuguese
Punjabi

Q - pg. 11
Qanjobal
Quiche

R - pg. 12
Romanian
Russian

S - pg. 12, 13
Serbian
Sign Language
Slovak
Slovenian
Somali
Spanish
Swahili
Swedish

 
 

  

 


 


 

 


 

Limited English Proficiency Resources

www. l e p . g o v
 
“I Speak” is provided by the Department of Homeland 

Security Office for Civil Rights and Civil Liberties (CRCL). 
Special thanks to the Department of Justice Bureau of 

Justice Assistance and the Ohio Office of Criminal Justice 
Services, for inspiration and permission to use their “I 

Speak” guide as the initial source. 

Office for Civil Rights and Civil Liberties 
www.dh s . g o v/c r c l 

Toll Free: 1-866-644-8360
 
Toll Free TTY: 1-866-644-8361
 

Email: crcl@dhs.gov
 

mailto:crcl@dhs.gov
www.dhs.gov/crcl
http:www.lep.gov


 

 

 

 

 

 

 

 

 

 

12 COMMON MUSLIM AMERICAN HEAD COVERINGS AND COMMON SIKH AMERICAN HEAD COVERINGS 
POSTERS 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 
 
The following document was produced by the Office for Civil Rights and Civil Liberties. 
 
Document Description: 
 
Common Sikh American Head Coverings 
 
Sikhism is a religion that originated in South Asia during the 15th Century and is distinct from 
both Islam and Hinduism. For religious reasons, practicing Sikhs do not cut their hair. Sikh men 
wrap their long hair with a turban called a pagri (see photo a), a practice that typically takes 10-
15 minutes. Sikh boys wrap their hair in a smaller under-turban called a patka, with their hair 
knotted on top of their head (photo b). Some Sikh women also wear turbans (photo c); however, 
many wear a cloth called a chunni to cover their head (photo d). 
 
Points to keep in mind when searching someone wearing a Sikh head covering 

• Show RESPECT 
• Explain why you need to conduct search 
• Offer private room for search if available 
• Searches should be conducted by a screener of the same gender as the passenger being 

searched 
 
Picture A: Man with pagri 
Picture B: Boy with patka 
Picture C: Woman with pagri 
Picture D: Woman with chunni 
 
 
Transportation Security Administration 
 
Produced by the Department of Homeland Security, Office for Civil Rights and Civil Liberties in 
conjunction with the Department of Justice, Civil Rights Division, 2005. Images and descriptions 
of Sikh head coverings provided by Sikh American Legal Defense and Education Fund 
(SALDEF). 
 
 
If you have any problem accessing this document, please contact: civil.liberties@dhs.gov  
 
For more information, please visit: www.dhs.gov/crcl.  

mailto:civil.liberties@dhs.gov
http://www.dhs.gov/crcl




 
 
 
The following document was produced by the Office for Civil Rights and Civil Liberties. 
 
Document Description: 
 
Poster of Common Muslim American Head Coverings 
 
Followers of the Islamic faith are called Muslims. Some Muslim women cover their heads based 
on religious belief and the Islamic requirement to dress modestly. They may wear a full head 
covering called a hijab or a scarf over their hair. The scarf may be plain or decorated. Some 
Muslim men wear a skull cap called a kufi based on religious tradition. 
 
Points to keep in mind when searching someone wearing a Muslim head covering: 

• Show RESPECT 
• Explain why you need to conduct search 
• Offer private room for search if available 
• Searches should be conducted by a screener of the same gender as the passenger being 

searched 
 
Collage of Pictures includes five pictures of typical Muslim head coverings: 
(Starting at top center)  
Picture 1: Muslim woman with decorated scarf 
Picture 2: Muslim man with kufi 
Picture 3: Muslim woman with plain scarf 
Picture 4: Muslim girl with hijab 
Picture 5: Muslim girl with hijab 
 
 
Transportation Security Administration 
 
Produced by the Department of Homeland Security, Office for Civil Rights and Civil Liberties in 
conjunction with the Department of Justice, Civil Rights Division, 2005. Some images and 
descriptions of Muslim head coverings provided by the American-Arab Anti-Discrimination 
Committee (ADC). 
 
 
If you have any problem accessing this document, please contact: civil.liberties@dhs.gov  
 
For more information, please visit: www.dhs.gov/crcl.  

mailto:civil.liberties@dhs.gov
http://www.dhs.gov/crcl




 

 

 

 

 

 

 

 

 

 

13 SAMPLE POST CERTIFICATION FORMS 

 



Page 1 of 2 

   
 
In accordance with Minnesota Law, the POST Board has established a system for promoting the professional competence of peace officers 
through continuing education. Courses considered for evaluation must be: 1) law enforcement related, 2) promote professional job-related 
competence, and 3) meet a law enforcement educational need.   
 
Sponsors of approved courses will receive notification of approval indicating a POST Board issued course number and the amount of credit 
approved which should be listed on certificates of successful completion.   
 
To advertise on POST’s website the sponsor must submit the course application at least 30 days prior to the first day of the course. 
Courses not advertised on POST’s website must be submitted at least 10 days prior to the first day of the course. 
 

SPONSOR INFORMATION 

Sponsor Name:        Sponsor Address:               

Name and Title 
of Contact Person:        

 

Phone:        

 

Fax:        Email:   

        

Mailing Address:        
(Please indicate where you would like the approval letter  
sent if different from the address listed above.)             

□ New Sponsor (Check this box only if you have not had a course approved in the past) 

COURSE INFORMATION 
Course Title: (less than 60 characters)       POST Credit (1 hour = 1 credit) Do not include Lunches, 

Requested:                                 Business Meetings, etc. 

Instructor(s):        
 

POST WEBSITE COURSE SCHEDULE INFORMATION 
If you want this course advertised on the POST Board website, please fill out the information below.  If not, leave it blank. 

Course Date(s):  
(Month/Day/Year) 

Location Name: Street Address: 
 

City, State & Zip Code: Rm #: 

      
                        

      
                        

      
                        

Minnesota Board of Peace Officer Standards and Training 
1600 University Avenue, Suite 200, St. Paul, MN  55104-3825 

Office: (651) 643-3060  Fax: (651) 643-3072   
http://www.post.state.mn.us 

 

Continuing Education Course Approval Application 

POST USE ONLY 

Course #:  _______________________  

Approved:  ___________Evaluator: ____ 

Hours:  ____  Letter Sent:: ___________ 



 
       

        

1. If this course has been approved for continuing education credit within the last three years and there have been no significant 
changes, please indicate the course number below. (Sponsor need not resubmit the course documentation for evaluation, but 
must sign the sponsor’s agreement below.) If the course has changed significantly, proceed to number two. 

 
Course Number:   ____________________.  
 

2. Course documentation must be submitted for evaluation if this course has never been evaluated, there have been significant 
changes, or it’s been more than three years since the last approval. 

 
Course documentation (If the following documentation is not submitted, the course will not be evaluated)   

• Instructor qualifications showing proof of professionally recognized training and experience in the assigned subject 
area; and, instructor training or specialized academic preparation to teach in the assigned subject area 

• Course overall learning goal 
• Specific performance objectives 
• Course timeline that shows a breakdown of the hours (Courses more than three hours) 
• The body of each major unit of instruction in outline form (can be incorporated with the timeline) 
• Instructor evaluation form (if applicable) 

In addition to the required information, course sponsors may submit any additional information (i.e. handouts, equipment list, bibliography, 
references) that may be useful in the evaluation of the course. 
 

Sponsor’s Agreement 
As a representative of the continuing education sponsor I agree to: 

1) comply with Minn. R. 6700.0900, Subp. 13 &14 which requires continuing education providers to have written procedures for the 
investigation and resolution of classroom discrimination complaints; 

2) make the required announcement to attending officers (this announcement is sent to sponsors in the approval letter and informs officers 
of the classroom discrimination policy the sponsor has on file); 

3) maintain a list of the names and license numbers of all peace officers and part-time peace officers who successfully complete the course 
and provide attendees with proof of successful completion; and, 

4) if requested, allow representatives of the POST Board to attend this course to ensure the conditions of this application are met. 

 

By signing this application I affirm I have read the Sponsor’s Agreement and have a classroom discrimination policy on file. 

Sponsor Representative Signature: Date: 

 

Print Signature Written Above:         Phone:        

(If different than contact person) 

Page 2 of 2        Revised 11/11 
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