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Abstract

According to the Census'Bureau,‘by the year 2000 it'is
estimated that California demographics will be 50% |
Caucasian and 50% people of color. By the year 2050; the
Census Bureau estimates that the nétional demographics will
be 21% Hispanic, 15% Blacks, 10% Asians, 4% other and 50%
Caucasian.

These demographic changes will bring new challenges to
law enforcement. Therefore, it is crucial for police
officers to be educated and sensitized in cross cultural
awareness to avoid xenophobia commonly associated with
demographics. Along with the demographic changes, more
women are entering professions traditionally held by men.
This change has caused some men to question the credentials
and avenues women have used to enter their field.
Similarly, police officers need to be educated and
sensitized to gender issues affecting women in law
enforcement.

With the foregoing in mind, this curriculum has been
Structured with the intention of replacing percgived myths
and folklores with facts and feelings and create dialogue
among police officers. Police foicers will be taken
through a process in which they will examine their own
phobias, myths, perceptions and privileges over people who
are of different ethnicity, gender and sexual orientation

than their own.
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The curriculum has been organized to be simple, hands
on, practical andvnot theoretical. Police officers will be
educated and sensitized through the use of group exercises,
each of which has a goal, purpose and a tool to assist

. facilitators.
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Chapter One
Introduction

ThlS currlculum is for law enforcement tralners who will
be teachlng cross cultural relations to pollce officers.
The currlculum is de51gned with the acknowledgment that
pollce offlcers have dlStlnCt needs Wthh their professional
culture requlres. -
| When attendlng cultural awareness semlnars,’I have
notlced that whenever the toplc of racism or prejudice is
dlscussed pollce seem to always be in the forefront of
vconversatlon. Partlclpants are qulck to cite acts that mlght
vbe construed as ra51st by others. Oon rare occa51ons will the
»ypart1c1pants 01te an 1nstance in Wthh pollce offlcers did
somethlng p051t1ve and, if they do, they do not assoc1ate it
vw1th a consc1ous cultural sen31t1v1ty act.. Addltlonally, it
is often commented that pollce offlcers should receive
cultural awareness tra1n1ng to combat pollce pre]ud1c1al
perspectlves. | |

The an1mos1t1es Wthh part1c1pants express towards
bpollce are real from thelr perspectlve of the world and
therefore, should be acknowledged by the pollce profe551on.
By acknowledglng_and llstenlng to the peoples' concerns,
police have an opportunity to share with the community
hlstorlcal as well as current, efforts the\pollce have taken

1n cultural awareness.



To the surprise of many, the law enforcement profession
has been assessing race related issues prior to the civil
- rights era of the 1960s. The creation of this Cross Cultural
~Relations Curriculum or the topic itself is not new in law
enforcement. In fact, in 1943, the Governor of California:
Earl Warren organized a committee called the “Peace Officefg
. Committee on Civil Disturbances"1 to address the needs of the
immigrant and minority communities. On August 19, 1943, the
commiftee reported its finding to the governor..  They found
that police officers could play a vital role in race
relations. The committee recommended that poliée officers be
trained in race relations to meet the diverse needs of the
community.? Unfortunately, their recommendation was not
- pursued in full, due partly to a lack of cultural awareness
training from the police officer’s point of view.?

In 1946, the issue of cultural awareness was raised
again, this time by the California Department of Justice.
The Department of Justice, through the assistance of Davis
McEntire of the American Council on Race Relations and Robert
B. Powers Coordinator of Law Enforcement Agencies, = published
the first Police Training Bulletin that addressed race
relations. The bulletin was titled “A Guide to Race
Relations for Police Officers.”‘ This bulletin was initially
used as a training guide for the Richmond Police Department.
It approached race relations not from an academic standpoint,

but rather from the point of view of a police officer.



Eventually, the bulletin was distributed to police and’
sheriff departments throughout California.

Unfortunately, the vision of Robert B. Powers and Davis
McEntire was not fulfilled. 1In a sense, I view my project as
a continuation of what they started. In their words, Powers
and McEntire wrote: “In order to achieve professional
standards for police work with minority groups, science and
fact must replace the mixture of prejudice, myth, and
-folklore, which in all too many police departments are used
as guides in relations with minority groups.”® With this in
mihd, cultural sensitivity is not something that comes
haturelly. In fact, history has shown that most of our cross
‘cultural'contacts have been accompanied by bloodshed,

. oppression or genocide.

. History has also shown that by their participation in
the bloodshed, oppre531on and genoc1de orchestrated by the
'government, pollce offlcers have played a role in preventlng
people of color from reachlng full inclusion. Whether these
injustices occurred in the United States or in other parts of
the world, pollce offlcers are regularly seen as one and the
vsame, ]ustlflably or not. % o

Despite the collage of cultural perspectives of law
~enforcement, police officers are entrusted to enforce laws
from a color blind point of view. Todey, like in 1943, the
issue of cultural awareness continues to be in the forefront

of law enforcement. This issue is likely to endure, in part



1

because of demographic changes occurring in the United States
-and heightened awareness of people of color’s rights.

Knowing that demographic changes are unavoidable and
cultural sensitivity is not an innate trait, this curriculum
is intended to take cultural awareness to the next level
within law enforcement. Officers will be individually
challenged to evaluate their own racism, prejudices, sexual
orientation, perceptions and privileges and compare them to
their peers and to the community which they serve. Once this
evaluation is accomplished, police officers will understand
the dynamics of cross cultural relations and its purpose in
police work. In addition, they will learn to use cross
cultural relation skills as tools of knowledge to prevent
--confrontation, litigation, stress and to develop a broader

view of society.

The Peace Officer Committee on.Civil Disturbances Interim
Report of Peace Officers Committee On Civil
Disturbances (Sacramento; State Department of Justice CA
1945) p. 5.

? The Peace Officer Committee on Civil Disturbances, p. 13.

® Davis McEntire and Robert B. Powers A Guide to Race
Relations for Police Offices (Sacramento: Department

of Justice CA 1946) p. 2.
¢ Ibid.

® Ibid.



o Chapter Two.
Cross Cultural Relations

in Law Enforcement Curriculum Guidelines
This Cross Cultural Relations in Law Enforcement
‘curriculum should be.taught-through,a teaching style called
. “Group Facilitation." Groﬁp faéilitation is a “process” in
- which the facilitator presents substantive neutral
information to a group and, in doing so, has no decision
makiﬁg authority.' The facilitator’s responsibilities are to
keep the topic in the right direction?, guide the dialogue
process and encourage maximum participation.? Just as
_important, the facilitator must be versed in police culture
‘and cultural awareness and be able to partake in culturally
sensitive dialogues. -

The word “process” in this context means how a group or

~an individual within the group works to reach an end, which

. takes the form of self-enlightenment. This self-

~enlightenment is reached when a participant or the group can
make decisions based on fact rather than myth. Therefore,
the. “process” of reaching self-enlightenment weighs on the
facilitator to gquide the participants into dialogué.' The
dialogue shoulddbé‘Such,thatwitiwill»give“the participants an
opportunity to see and question traditional world views.

This style of teaching might initially seem awkward and
‘nontraditional for police officers because there is so much
gray area to explore. Police academy and in service classes

are commonly taught from a deductive teaching approach, that



is, factual information is given to police officers with
little or noﬂdébate;»ﬂGroup facilitation is taught in a
teaching style called “inductive.”* In inductive teaching,
the facilitator takes a topic and turns it into a key
question, an.experiehtial'exercise or a group activity with
the intention of drawing the participants’ collective
knowledge of the topic.® Inductive teaching also allows
'participants to share their wvalues, history, world views,

‘ etc.

'~ The deductive teaching approach moves from the general
to the specific, and the inductive teaching approach moves
from the specific to the general. ® Both teaching styles are
‘valid and can be used interchangeably. An example would be
~teaching‘the-'elements»ofr a hate crime. The elements of a
hate crime are based on fact and the deductive teaching
approach would be appropriate. In illustrating the~practical
~aspects of a hate crime, the inductive teaching style could
be used by asking police officers how hate crimes can affect
‘the entire communityvand.what~édmé possible solutions may be.

~ The facilitation of polide officers will be a challenge
to both sworn polideloffi¢er<faCilitétors and non-sworn
police facilitators for two possible reasons. The first
reason is that while.spmé-individuais may read or hear about
certain situations or cifcumstances,«police officers are more
.likely to encounter those situations or circumstances first

hand. Their perception of the world is based on officer



survival, which leaves little room for *“touchy-feely”
-experiencesm-_The’second reason is the historical resistance
‘which has existed in recognizing other ethnic '
individualities. This way of looking at the world can be
traced tb the British control of the original American
colonies. The British fostered the concept of assimilation
through the melting pot theory. This theory was based on the
idea that Americans would assimilate and eventually lose
their racial and cultural identities. They visualized a
,coﬁntry whose identities would be based on social class,
politics, education and other interest.’ This perspective has
~been ingrained into the minds of many Americans and police
- officers through generations with little or no resistance,
which_explains why there_has'been’so much resistance towards -
cultural awareness. The challenge; therefore, is to teach
police officers that discrimination, cultural
characteristics, accents, facial characteristics, influx of
immigration of certain ethic groups, stereotypes etc., have
prevented people of color fromvreaching full inclusion into
the United States.®
~Facilitation Guidelines

~The facilitation guidelines are to be used along with
the cultural sensitivity-exercises;' It is important that the
facilitator become very familiér with the guidelines because
- they willvassist him or hér in conducting.the sensitivity

exercises in a well structured and productive manner.



1. Curriculum: This curriculum has been organized in a
specific order to facilitate the process of cross cultural
relations. It is recommended that it be taught as an entire
unit because each cultural sensitivity exercise relies on the
-pre&ious.exercise~to obtain maximum results. Copy-ready

. versions of handouts and transparencies are at the end of
each exercise in the section titled “Supporting Material.”
If the facilitator chooses not to teach the curriculum as a
unit, he or she should nevertheless follow the facilitation
guidelines éet.

2. Goal, Purpose and Tool: Each cultural sensitivity
exercise has a goal, purpose and tool explaining what the
parﬁicipants are going to process. The facilitator should

. use the goal, purpose and tool to help stay within guidelines

, .of the topic.

3. Goal: The goal of each cultural sensitivity exercise
should be written on'ah easel pad and placed in the front of
the classroom where everyone can see it. The facilitator
should read the goal out loud prior to starting each cultural
‘sensitivity exercise. |

4. Purpose and.'Tpols:A,Thg purpose and tool of each
cultural sensitivity exercise should be written on two
different easel pad pages and placed in front of the
classroom,at»therehd of each exercise. The facilitator

- should then read the purpose and tool to the officers. It is

important for the facilitator to elaborate on the tool.



5. Goals, Tool and Purpose: The facilitator should tape a
sign that reads “Goal” on the right wall, “Purpose” on the
back wall and “Tool” on the left wall. At the end of each

- cultural sensitivity exercise, remove the goal, purpose and
tool from the front of the classroom and tape it under the
signs which match its heading. Do not intermix them; each
goal, purpose and tool should have a wall assigned to their
heading.

6. Get the Discussion Started: Start on time. Your
opening remarks should set the style of conversation by their
brevity and directness.

7. Discomfort of Topic: Acknowledge that the topic of
cultural diversity is difficult and strong emotions will
arise. ' Acknowledge that the officers’ opinions are important
but are subject to being questioned by group participants.
Tell the officers that keeping an open mind is. important.

8. Validate the police officer professional experience
in law enforcement: Acknowledge that there are officers
with a variety of years of service and levels of experience
in' the classroom and that their presence will enhance the
outcome of the class.

‘9. Do not violate the golden‘rule of heutrality: Do
not side with police officers or their group, but help assure
that full discussion takes plade.

~10. Do not divide the class into me versus them: Do
not take a defensive side against an officer or the group.



11. Individual Responsibility: -Aséure that individuals
talk about their own experience, not about others. For
‘instance, if they are questioning the process of stereotypes,
ask them how and why it affects them.

- 12. War Stories: Encourage police war stories. These
stories are points of reference from where a police officer
views the world. Assure that the war story directly connects
with the topic. If you can not see the connection, ask for
clarification because you might be missing the point
altogether. Be careful that the discussion does not turn
into an exchange of war stories.

13. Keep ' the Discussion on Track: The tendency of
discussions to ramble creates a perplexing problem. If you
let the discussion wander, you are not fulfilling your
function. 1If you hold too rigidly to an outline and appear
to dictate the course of conversation, your audience will
feel ‘it is being overly controlled. Be cautious in
announcing that the discussion is off track; you may have to
reserve yourself if members point out relationships that are
- not apparent to you. The best procedure is to simply ask
~whether the discussion is on the subject and to let the group
or speaker decide.’® | |

14. Make Occasional Summaries: Use summaries during the
discussions to (1) check-needless repetition, (2) bring
'random-conversation back to the subject, (3) record apparent

- areas of agreement or disagreement. Make the summaries

10



brief, impartial and in the language of the group. Resist any
impulse to ﬁagnify disagreement or to assume agreement when
none exists. Insure accurécy and lack of bias by asking the
pblice officers if there is a point in the conversation you
overlooked. Occasionally, you may want to ask a participant
to summarize.!®

15. Encourage General Participation: It is not
essential that every police officer talk, but it is important
that anyone with something to say be encouraged to say it.
Try not to single out a member for a pointed question. If a
'police officer has nothing to say, respect his or her
decision. ' There could be different factors for not

- participating. For instance, in some police cultures if an
officer is on probation his participation might be considered
out of line by senior officers. Inquire whether those who
have not spoken would like to comment and, instead of calling
on more vocal officers, recognize those who have kept silent
but look ready to speak.

16. Get to the root of the matter: You may find police
officers chatting pleasantly, voicing casual opinions, but
skirting the real issue. When you;feeigthat the discussion
is not getting to the real issue, attempt through probing
questions to call attention. to lack of evidence, the evasion
of basic issues, or weakness in reasoning.®?

17. Remain in the background: Suggest rather than direct.

Ask questions instead of answering them. Make your questions

11



pointed and specific. Start with what to get opinion and

facts, why for reasons and causes, who or where for sources

of opinions and facts and how or when to narrow. the

discussion and get down to specific cases. Encourage sharing

of leadership throughout the group. If you are the only

person asking questions, your role will be too dominant.®
Facilitation Structured Questions

The following are a variety of scenario questions which

~can be used as tools by facilitators to start dialogues or to

elaborate on a particular topic at hand. Facilitation, like

- any other teaching. skill, takes time to learn. - Familiarizing

oneself with these questions will assist in the facilitation

process.

1. To call attention to a point that has not been

~considered: - Has anyone thought about this being the

possibility of the problem?*

2. To ’question th’e strength of an -argument: What reasons

do we have for éccepting this position?™®

3. To get back to :causes: Why do you suppose Officer Smith

 takes this position?®

4. To question the source of information or argument:

~ Who gathered those statistics that you spoke of? Who is Mr.

X, whose opinion you quoted? Do you know that as a fact or is
it your opinion?"’
5. To suggest that the discussion is wandering form

‘the point: Can someone tell me how this relates

12



specifically to our problem? Your point is a good one, but
can you relate it more closely to the subject?'®

6. To suggest that new information is being added: cCan
anyoﬁe add anything to the infomation already given on this
point?*

7. To call attention to the difficulty or complexity

- of the problem: Aren’t we beginning to understand why

management hasn’t solved this problem?®

- 8. Narrowing down a police officer who talks in
generalizations: Can you give us a specific example on
that point? Your general idea is good, but I wonder if we
~can make it more concrete? Does anyone.know a specific

- case?®

9. To register steps of agreement or disagreement: Am
I correct in assuming that we all agree or disagree on this
point?

10. To handle the impatient, cure-all police officer:
Would your plan work in all cases? Who agrees or disagrees?
1l1. To suggest that personalities be avoided: I wonder
what bearing that has on the question before us??®

12. To suggest that some are talking too much: Does

- anyone who hasn’t spoken have any ideas they would like to
add?

13. To suggest the need for compromise: Doesn’t the
course of action lie somewhere between these two points of

view??

13



14. To suggest that the group may be prejudiced: Isn’t
our personal interest in this question causing us to overlook
the interest of other groups?®

15. To answer a question you do not know: T don’t know.
Does anyone know or have any theories/ideas/etc.? (If no one
knows, offer to try to find the specific information, then
follow through. )*

16. To cut off a speaker who is too long-winded: While
we’re on this topic, let’s hear from some of the others. Can
‘we ‘save your other points for later??

17. To take the play away from a verbose audience
-member: You’ve raised a number of interesting points which
should keep us busy a good while. Who else would like to
comment on them??*

18. To help the participant who has difficulty
expressing him or herself: I wonder if what ydu're saying
~isn’t this...? Doesn’t what you said tie in with our subject
like this? *

19. To encourage further qﬁestions by friendly
comments:  That’s -a good question. i'mfglad you raised it.
Anyone have an answer?*

20. To break up an argument: I think we all know how
Officer Smith and Officer Jones feel about this. - Now who
would like to raise a point?™

21. To personalize a difficult topic: How does this

affect you personally?

14



22. To‘ deny another cultural perspective: What is
keeping you from believing what is happening to them might be
‘true? | | |

23. Comparing police cult’ure with other cultures: What
.’éimilarities do you see with police culture and other
cultures? N
v24. Law enforcement privileges: What privileges do you
believe society feels we exercise?

25; Generalizing people: What does it feel like when
police officers are generalized?

‘Ground Rules for Communication

The Ground Rules for Communication® (see supporting
"materials) are divided into three personal communication
skills: Attitude Skills, Speaking Skills and Listening
.8kills. These ground rules will set the tone for the
workshop. They should be displayed on an overhead projector
and read to the police officers at the end of the Law
Enforcement Culture Sensitivity Exercise (Refer to Chapter
Three). The facilitatqr‘should provide examples on each
ground rule Communication guideline skill.

After the Ground Rules for Communication are read,
display the RESPECT* acronym (see supporting materials) and
read it to the police officers. The RESPECT acronym should
be written on banner paper and taped to the wall in front of
the classroom. It should remain on the wall until the end of

the workshop.

15
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-Ground Rules for Communication
Attitude Skills: The attitudes I bring to a conversation
- are important to effective communication. To communicate
‘cross culturally I will need to:
1. Be willing to be honest and open on the things I share
with others. My willingness to say “I’'m upset with you” or
“I'm having a bad day” can really open up honest
communication.
2. Be willing to be patient and supportive of others,
avoiding “rescuing” or defending them.
3. Be willing to accept others as they are, without needing
to judge them as “right” or wrong.”
4. Be willing to experience new ideas, feelings and people.
Asking questions such as “Why are we doing this?” may cover
up feelings such as “I am uncomfortable doing this.”
5. Be aware of the difference between feelings and thoughts.
Example: “I think this has gone on long enough,” is a
“thought” response. A “feeling” response is, “I’'m bored.”
6. Be aware and give attention to cultural differences in
communicating. |
7. Care about myself and the people with whom I communicate.
How am I feeling? How is the other person feeling?
8. Be responsible for myself, my ideas, and feelings. No
one “makes” me angry; I feel angry.
9. Respect myself and others as individuals, and valuable

human beings.
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Speaking Skills: Certain skills in speaking can aid me in
communicating better with others. Some speaking skills which
can help are:

l. Using “I” statements. This means I know I can only speak:
for myself. I cannot claim to speak for “you” or for “us.”
2. Being focused, avoiding generalizations.

3. Being aware of my own assumptions. “Where am I coming
from?” Can I assume others feel the same way?

4. Using language that others can hear and understand.

5.  Being conscious of my culﬁural speaking styles, as well
as that of others.

Listening Skills: Listening to another person is my
opportunity to see the world as he or she sees it. Some
skills which enable me to hear the other person most
effectively are:

1. Actively listening. This means really paying attention
and giving my full energy to hearing the other person. I
need to put other things out of my head temporarily and
~ignore the distractions around me; there is nothing more
important for me to do right now than to listen to the person
speaking. Of courseq';his.also means -that I do not interrupt
the other person.

2. Reflecting or mirroring the feeling of others. “What I
"understood you to say” or “what I heard you say” lets the
other person know that you are actively listening and it

gives an opportunity of clarification of feelings or ideas.
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3. Listening to feelings as well as words. Words are often
a cover for what people are really feeling; most of us have

- learned to use words to proteét ourselves.

4. Practicing non-defensive listening. Setting aside my own
views and feelings, although it may feel threatening to me,

‘ helps me to hear the other person and helps me to be less
Jjudgmental. A good listener is searching for understanding
of the other person, not victory over him or her.

5. Being aware of what I do with silences. Do I think about
what the other person is saying or do I plan my next
response? Am I uncomfortable with silences, or comfortable?
Is this cultural?

6. Noticing body language and other non-verbal clues such as
facial expressions and tone of voice. |
7. Being sensitive to cultural differences in the rhythm and
expectations of communication. For instance, some cultures
use silence, others “talk over” one another, and all use
expressive and/or subtle body language. Often what we
experience is “culture clash” in communication styles.

8. Being conscious of “interpretive” listening. Interpretive
listening is placing your own meanings on what is being said
instead of listening to what the person is really saying. It

may be perceived as manipulative, because it is.
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RESPECT Acronym
Recognize your communication style. }
'Expect to learn something about yourself and others.
Speak»clearly and use personal examples when making a point.
Participate honestly and openly.
Engage in the process by listening well as speaking.
‘Confidentiality.

Take responsibility for yourself and what you say.
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Chapter Three -
Law Enforcement Culture Chart
‘Sensitivity Exercise
Goal:

.Police officers will share the diversity which exists
among themselves. This diversity relates to their ethnicity,
family and police profession.

- Purpose:

The purpose is to start the process of establishing
‘community and trust among the police officers and their
peers. 1In doing so, police officers will begin to reflect
about the similarities and differences among themselves.
Tool:

The tool is the ability to look beyond the police shield
or sheriff badge and see the person within.

Stationery Items:

1. Banner paper (Approximately 30 inches in length and 23
feet in width).

2. ‘Five assorted color markers.

3. Two roles of masking tape. .

4. Law Enforcement Culture Chart.

Facilitation:

For this exercise it is necessary to construct a Law
Enforcement Culture Chart. - The chart should be completed and
posted on the wall prior to class. The number of charts you

need will depend on the number of officers in class.
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As police officers are entering the classroom, the
.facilitator will direct them to the chart so they can begin
. answering the questions.

Once the police officers finish filling out the chart,
have them sit down. At this point the facilitator will
‘introduce him- or herself and establishfcommuhication

~guidelines (Refer to Chapter Two for the communication

. guidelines). Once this is completed, have the officers walk

 around the classroom and read what their peers wrote and then
sit -down. |
Debriefing:

Because this is the first exercise, the dialogue should
be brief. ' Ask the following questions.
.”Debriefing Questions:
1. - What are some of the observations you saw on the chart?
2. What are some of'thevsimilarities or differences you saw
on the chart?
3. Do you see any patterns?
Instructions on how toumakéfthe‘Law Enforcement
Culture Chart.
Step 1: Roll ouththevbanner paperfon the floor.
-Step 2: Approximately seven inches from the top, draw a
: horiéontal straight line from one-end of the banner paper to
the other end. In this spaceryou will write the title “Law

Enforcement Culture Chart” as many times as space allows.
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The chart should look like this up to now.

Law Enforcement Culture Chart Law Enforcement Culture Chart

Step 3: Draw twenty-four vertical lines to bottom of the

banner in order to create twenty-three columns. The

distances between each line should be approximately 12

inches.

The chart should look like this up to now.

Law Enforcement Culture Chart Law Enforcement Culture Chart

Step 4: Subtitle each column with the following questions

below:

1. Name:

2. Law enfofceménﬁ agenéy:

3. Years of service:

4., Mother’s maiden name:

5. Father’s last name:

6. Father'’s birth place:

7. Mother’s birth place:

8. Birth place:

9. Generation in the United States:
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10. Ethnicity:

11. Mother'’s occupation:

12. Father'’'s occupation:

13. Family size and birth order:

14. Dominant langﬁage growing up:

15. Marital status:

16. .Type of work you did before becoming an officer/deputy:
17. Educational level:

18. Law enforcement specialization:

19. Something you value about your career:
20. Law enforcement goal in five years:
21.  Leadership strength:

22. Right now I feel. . .

23. Freedom of speech . . .

The finished chart should look like this.

Law Enforcement Culture Chart Law Enforcement Culture Chart

Name: Law Enf. Year of Mother's '|Father's
agency you| service: maiden last name:
work for: ' name:
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Source: Latino College Leadership Institute, Quién
Somos Exercise. (November 6, 1997). This
- exercise was modified from the Quién Somos
Exercise to be applicable to the Law Enforcement
Culture Chart. '
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Chapter Four
Labels and Cultural Terminology

Sensitivity Exercise
Goal:

Police officers will familiarize themselves with
cultural terminology and cultural labels. This exercise is
also geared to have polide officers uncover the political
correctness defense mechanisms many people use to defend the
‘status quo.

Purpose:

- With constant demographic changes occurring in the
United States, it is'important.for police officers to be
aware of different cultural terminology and cultural labels
which are appropriate when interacting with the community.
-Thus, the purpose is for police officers to have a broader
understanding of how the power of words can act as weapons
and affect their interaction with the community in either a
positive or negative way.

Tool:

The tool is the ability to assess individuals and the
community more accurately. It is-also the ability to prevent
misunderstandings due to a poor choice of words. Police
officers’ choice of words shall be based on facts rather than

assumptions and perceptions. As a result, police officers
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will be empowered to choose words which are appropriate and
professional.

Stationery Items:
1. Overhead projector

2. Cultural terminology, on transparencies and as handouts
(see supporting materials)

Facilitation:

Display the cultural terminology on the overhead
projector. Have each officer read a term aloud, then briefly
explain their interpretation of the term.

Debriefing:

New immigrants will bring new cultural terminology and
new vocabulary, for instance, burrito, taco, pizza, et¢. Ask
participants if they could think of foreign words in their
vocabulary, such as‘the name of a city or street.
Debriefing Questions:

Below are questions to ask the officers in order to
start the dialogue process:

1. Among the words we covered, are there any you heard for
the first time?

2. Was there a word you had heard in the past but was not
sure of its meaning?

3. 1Is there a word which you have heard in a different
context?

4. Which, if any, of these words cause discomfort and why?
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5. ‘Are there any words which have significance to you? If
so, why?

6. Have you ever used any of this cultural terminology out
of context?

7. Which, if any, of these words stand out in your mind?
':Why?

8. How can this terminology be used to broaden your

understanding of. the people in the community you serve?
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Culture Terminology
Culture, Ethnicity, and Descent

- Autonomous Minority: A “minority” in number but not by
official status such as Hasidic Jews.'
‘Biculturalz A person who can interact cross culturally in
two cultures.? ﬁiculturai also refers to a person who is born
of biracial parents.
Culture: A system of shared beliefs, values, customs;
“behaviors, and artifacts'that members of a society use to
cbpe with their world and one another, and that are
~transmitted from generation to generation through learning.
This definition includes not only patterns of behavior, but
-also patterns of thought (shared meanings that the members of
a society attach to various phenomena, both natural and
intellectual, including religion and ideologies), artifacts
(tools, pottery, houses, machines, works or art), and the
vculturally transmitted skills and.techniéues used to make
artifacts.?®
Subculture: A group within a society that has a its own
n‘shared set of customs, attitudes and values, often
accompanied by jargon or slang. A subculture can be
ofganized around»commoh activitj,*occubatidn, age, status,
rethnictbackground, race, religion, or any other unifying
social condition.* o
- Culture Shock: A feeling of disdrientation, anxiety, and

a sense of being threatened when a person comes into contact
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with another culture with which they are not familiar.®
Cross Cultural: This term is used to compare the values,
norms, and expectations of one cultural group with another in
order to communicate/interact with that different cultural

" group.°®

Disadvantage: The concept 6f disadVantage has been central
to a set of ameliorative strategies devised in the United
States to redress ethnic and racial differences in income,

- education, employment and schools.’”

~Ethnic Group: Ethnic groups have unique characteristics
that‘set them apart from other cultural groups. Unlike a
cultural group, an ethnic group has no choice whether or not
they want to be part of the ethnic group. An ethnic group
'has historic origins, shared heritage, ancestral tradition, a
sense of peoplehood ‘and interdependence of fate. Some of

~ their value orientations, behavioral patterns, and political
and economical interests differ from other groups within
‘society. Anglo-Saxon'Protestants, Italians, Germans,
Salvadorians, HaitianSsand'irish-are examples of ethnic
groups within the United States.®

Ethnic Minority  Group: An ethnic minority group is an
-ethnic group which tends to be a numerical minority and
exércises.minimal politiéal and:fecbnomical,power.9
Ethnicity: Ethnicity refers £o the identity a person has

‘with a racial, national, or cultural group.'°.
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Indigenous Minority: An indigenous minority is native to
the Americas, such'assAztecs;.Sioux, or Aleut. An indigenous
person can also refer to people who have a colonized

- heritage.™ |

People of Color: African Americans, Hispanics and Asian
.Americans;are'referred to as people'of celor. The reason for
this reference is historically many terms and concepts in the
past did not accurately and sensitively describe modern

‘ethnic, . racial and cultural realities.' Jewish American and

.~ other ethnic groups are distinguished on the basis of their

religious and cultural characteristics.®

-Nationaiity, Descent, ‘and_vRéce
Descent: Refers to one’s family origin and lineage.
Nationality: ' Refers to quality or character which arises
from a person’s beionging_to a nation or state. Nationality
~arises either by birth or naturalization.®® |
Origin: Refers to the lineage or ancestry of one’s
‘parents.'® |
‘Race: Refers to the-a;tempts 6fvphysical anthropologists to
~divide human groups acéording to their physical traits and
.characteristics. «Thisvclassfiéation*has proven to be very
difficult because human groups in modern societies are highly
mixed physically. Conseéuently,‘different,and often
conflicting race typologies exist. A. Montague, an

anthropologist,_classified.humaﬁkind'into four groups:
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‘Negroid or Black, the Archaic White or Australoid, the
Caucasian'or White and the Mongoloid.'®

Ethnic Group Movement Related Terminology
Acculturation: The process in which a person maintains his
or her original cultural identities and value system while
simultaneously adopting to the values of the new culture they
‘are in."
Alien Immigrant: A foreign born resident who has not been
‘naturalized and is still a subject or citizen of a foreign
country.? This word is considered offensive in some
- communities.
AssimilationzA The process in which an individual or group
acquires the cultural traits of a different ethnic or
cultural group.? 1In the United States, people of color often
- assimilate to the dominant American way of living and develop
‘character traits of the dominant Caucasian group.
‘Boat People: Originally referred to Vietnamese and ethnic
Chinese who fled Vietnam during the Fall of Saigon in the |
1970s.? Today the term has been used to include people from
.Cuba, Haiti and other Southeast Asians.
‘Dominant. Group: 'Any culturally or physically distinctive
social group which possesses economic, political and social
- power, and discriminates against a subordinate minority
- group.? |
Illegal: Used to refer to people who have entered the

country or attempted to enter a country illegally.?
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Immigrants:  Individuals or groups who settle in a foreign
country.?®
- Migrants: Individuals or group who move within a nation in
which they are natives or citizens.?®
Mores: Norms that society considers essential. Their
violation evokes a strong negative reaction.?’
Norms: Internalized rules of conduct that embody the
fundamental expectations of society.?
Refugee: A person who flees his or her native country for
saféty in a time'of_distress and for reasons which include

- race persecution, religioué persecution and political

~ ideologies.?

'Resident: A person who has a residence in a particular

~place but does not have the status of citizenship.®
,1.SOjourner: an individual or group who stays temporarily in a
“town or country.®

Undocumented: = Refers to,anvindividualvwhovdoes not have
‘legal status in the United States.® This term is considered
-appropriate when referring to a‘pérsbn who is without legal
status in the United Statés.
Dominant Group: - Any culturally or physically distinctive
- social group which possesses economic, political and social
power, and discriminates against a Subordinate minority

group. ¥

36



‘Racism and Stereotypes
Bias: Negative opinion or attitude toward a group of persons
based on race, religion, ethnicity, national origin or sexual
orientation.?®*
Chauvinistic: Militant glorification of one’s country or
belief in the superiority of one’s own gender, group or
kind.*
Dehumanize: Act of depriving a person of their human
qualities, personality and spirit.®
Discrimination: The differential treatment of people or
groups based on categories such as race, ethnicity, gender,
sexual orientation, social class, or exceptionality.
Empowerment: Empowerment has many meanings. In some
discussions, it refers to the ability of a person to act on
 his or her own behalf. 1In other discussions, it may refer to
the capacity of a person or a group to pursue an economic
agenda free of interference from excessive government.?®
Ethnocentrism: The belief that one’s own culture is
superior to all others and is the standard by which all other
cultures should be meaéured.38
Ethnophobia: The fear or aversion to members of one or
more ethnic groups.¥
Institutional Racism: Anonymous operation of
discrimination in organizations, professions, or even whole

societies.*
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Nationalist: A person or group who ére patriotic and/or

- chauvinist and feel their principles are the only right ones
without regard for others.*

Nativist: A person who advocates policies to protect the
interest of native inhabitants against those of immigrants. %
Perception: An interpretation or impression based on one’s
~ understanding of something.®

‘Power: In race and ethnic relations, the concept of power
is crucial. It refers to the ability to exact a degree of
compliance or obedience of others in accordance with one’s
will.  Power may be vested in individuals, groups, whole
societies, or even blocks of societies; the distinguishing
feature is the capacity to influence others into performing,
and possibly even thinking, in accordance with one’s own
requirements.*

Prejudice: A set of rigid and unfavorable attitudes towards
a particular‘individual or group that is formed without
consideration of facts. These unfavorable attitudes often
lead to discrimination and differential treatment of

- particular individuals and groups.*®

Racism: Racism is.closely related to the idea of race.
Racism is the belief that human groups can be validly grouped
on the basis of their biological traits and that these
identifiable groupS-inherit certain mental, personality, and
cultural characteristics that determine their behavior.

However, racism is not merely a self belief, but is practiced
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when a group has the power to enforce laws, institutions, and
norms based on beliefs that oppress and dehumanize another
group.*

Scapegoat: Scapegoat is a term used.when a perSon or group
is blamed for the actions of others.¥

Segregation: Segregation in terms of race and ethnic
relations meéns spatial separation between groups who share a
common society.*

Separatist: A person or group who favors, racial, cultural
and political separation.®

~Social Class: A categorized deéignation of an individual’s
place in a hierarchy based on similarities in income,
:propérty, power, status and lifestyle.>®

- Stereotype: A preconceived or oversimplified

. -generalization involving beliefs about a particular group,

whether positive or negative. - Stereotypes are often at the

base of prejudice. The danger of stereotyping is that it no

-~ longer considers people as individuals, but rather

~categorizes them as members of groups believed to think and
behave the same way.* |

- White flight: .The movement of whites from neighborhoods
and schools that have experienced‘recenﬁ changes in. their
ethnic composition.®

Xenophobia: An unreasonable fear, distrust, or hatred of
strangers, foreigners, or anything perceived as foreign or

different.>
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~Ethnic Labels
Asian: Refers to any person of Asian descent (Japanese,
Chinese; Koreans, Filipinos, Vietnamese, Cambodians,
Laotians, Hmong, Thai, Samoans, Tongans, Asian Indians
etc. . .) either foreign born or native, living in the United
~ States.”
African American, Black: African American is a popular
term_utilized by many African Americans. However, the term
“black” is the most preferred self-description according to
one survey published by the Joint Center for Political and
,Economic_Studies,‘a black research think tank based in
- Washington D.C.*
: Hispanic,v Latino:  Hispanic and Latino are interchangeable
- labels. The ethnic label Hispanic is the official label
which identifies people of Latin America descent living in
the'United_States (Mexican, Mexican American, Central
- American, South American, Cuban, and Puerto Rican). The term
Hispanic became wildly disseminated by the state after 1970.5
-Caucasian, White: . The name Caucasian was introduced by
J.F. Blumenbach in 1795 to designate one of the “five
principals of mankind.” Europeans were. classified as
Caucasians.. The name was chosen because Blumenbach believed
the neighborhood of Mount Caucasus produced the most
beautiful race of men and was prbbably the home of the first

men.>’
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Chicano: The history of Mexico and that of the United
States are so closely intertwined they have been compared to
‘Siamese twins who, before suffering a radical and painful
- separation, shared the same heart. When the term Chicano is
used, it does not refer to a cultural minority who crossed
-the border and then assimilated. It refers to a cultural
minority who have lived within the boundaries of the United
- States long before the first English settlement at James-
town.*® “Chicanismo” thus affords both an interpretation of
how Mexican American population came into being and
emphasizes the antiquity and grandeur of Mexican American
History. It also serves to explain the troubles of Mexican
Americans and to increase their awareness of themselves as
‘members of distinctive oppressed groups.®

' Hate Crime Related Terminology
Anti-Semitism: Refers to attitudes and actions against
Jews based on the belief that Jews are uniquely inferior,
evil or deserving of condemnation, by their very nature or by
historical or supernatural dictates.®
Bigot: A person or group who is strongly partial to their
own group, religion, race or politics and is intolerant of
those who differ.®
Hate Crime: Any act of ihtimidation, harassment, physical
force, or threat of physical force directed against any
person, family, or their property. These acts are. advocated

or motivated, either in whole or 'in part, by hostility to
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‘their real or perceived race, ethnic background, national
origin, religious belief, sex, age, disability, or sexual

- orientation, and have the intention of causing fear or

- intimidation. %

- Hate Group:  Organizations whose primary purpose is to

promote -animosity, hostility, and malice against persons
belonging to a racial, religious, ethnic/national origin, or

- sexual orientation group.®

Sexual Orientation Terminology

- Bisexual: ©People who are attracted to both males and
females.*

A.Drag:» Clothing worh of the opposite gender for theatrical
~effects. Wearing drag differs from tranvestism in that the
‘transvestite is generally attempting to pass as the opposite
sex, whereas the drag queen and drag king iswconscibusly‘and
obviously mimicking the opposite gender, usually for a
»particular.social occasion.®

~ Drag king:  Women who;dress*iﬁ men’s clothing.®

Drag queen: Men who dress in women'’s clothing.?

Gay: Descriptive term for homosexuality® and the preferred
term for reference to a same gender-orientation.®

- Gay man/male:  Gay man oOr gay male is the preferred term
for a man with a same-gender orientation.”

'Gay women/female: Gay -women/gay female is the acceptable

- term for a women with same-gender orientation.
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sexual orientation is a choice, which is not the belief of

- the homosexual community.”

Heterosexism: The assumption that everyone 'is
heterosexual. The distinction between homophobia and
heterosexism is the difference between strong emotional
negative attitudes towards gay people and an unconscious bias
‘that straight people are more important than gay people,

- and/or the denial that gay people exist. For instance, an
article on problems faced by women in the military that fails
to mention the struggles of lesbians in the armed forces
exhibits heterosexism.”

Heterosexuals: People who are attracted to their opposite
: gehder.73 | |

Hdmophobiaz Thé fear ot 6ther emotional aversian;to'gay
;women, gay men and bisexuals. ThlS emot10na1 aversion can
take the form of ra01sm, pre]udlce and blgotry. o
‘nomosexuals-~ People who are attracted ‘to thelr same
gender. | o
Ihterse#: People whose géﬂitaiszarevnot distihdtiyvmale or
female, but some combination of both. Intersex used to be
referféd’aé ”hérmaphroditeQ”’;' |
Lesbian: A gay woman.”

Sexual Orientation: = In laws and elsewhere, sexual
orientation is usually limitéd to hamdsexual, heterosexual or

bisexual.’
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Sexual Preferénce: Sexual preference is not synonymous
with sexual. orientation. Sexual preference suggests that
-'sexual orientation is a choice, which is not the belief of
the homosexual community.”

Transsexual: — People deeply dissatisfied with the gender to
which they are born. They may seek to change their gender
through surgery and/or hormonal therapy.®

'Transvestite: .. People who choose to wear clothing that
society deems appropriate for the opposite sex. For
-instance, a man who chooses to wear the c1othihg of a women.

- Transvestites could be any sexual orientation.®:
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Chapter Five
Police Officers’ Self-Evaluation
Sensitivity Exercise
Goal:

Police officers begin the process of taking
responsibility for their own feelings and ideas as they
relate to cultural issues.

Purpose:

By assessing how they view themselves individually and
- how the community views them, police officers can set ground
work for dialogue.

Tool:

The tool is the ability to self-evaluate.:

Stationery items:
1. A watch with a second hand
Facilitation:

This exercise consists of the following three questions:

1. Who are you?

2. Who do you pretend to be?

3.  Who does the community think you are?

Step 1: Ask the police officers to pair up with someone

- they do not know: Have: each pair decide who will be “A” and
who will be »B». |
Step 2: Offiéér 4A;»Qil1‘aék~officer “B” quéstibn‘#l, but
rather than responding or reactihg to the responses of
officer “B”, officer “A” will continue to ask the same

question over and over for one minute.
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Example:
A: “Who are you?”
B: “I'm Officer Flores.”
A: “Who are you?”
B: “I'm a police officer.”
A: “Who are you?”
B: “I'm a parent.”
Step 3: Once the minute is over. Have the participants
- switch roles. Now officer “B” will ask officer “A” the same
question over and over for one minute. Follow the same
procedure for questions #2 and #3.
Step 4: It is important that the facilitator time each
~exeréisé by telling the participants when tovstart'and stop.
Debriefing ‘Questions:
1. How did it feel to do this exercise?
2.  How did it feel to be listened to?
3. What did you learn about yourself?
4. How did it feel to be asked, “Who do you pretend to be?”
5. What were some of the perceptions you had that the
-community had of &bu? |
Source: ' The National Conference of Christians and Jews,
- Latino College Leadership Institute, Who am I
- Exercise (November 6, 1997). This exercise

was modified from the Who am I Exercise to be
applicable to the police profession.
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: Chapter Six
Law Enforcement Police Culture Evaluations
Sensitivity Exercise
Goal:

Police officers will assess commonalities which éxist
between the police culture and other cultures.
Purpose:

By having an understanding of their own police culture,
police officers wili develop the ability to have empathy for
other cultures. -

Tool:
The tool is empathy for other cultures.
stationery‘ Items:
l. - Stick-on pads
2. Easel pads
3. -Masking tape
3. Markers and pencils
4. Transparency with culture definition (see supporting
material) - |
Cuiture Definition: |
| “Culture is a system of shared beliefs, values,

Customs,,behavio:s,'énd;értifaété'that the members

of a society use to cope with their world and with

one another, and that are transmitted from

generation to generation through learning.”
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- Facilitation

Step 1: Display the definition of culture in front of the
class with an overhead projector and read it.

Step 2: Divide the police officers into groups ranging from
5 to 8 members. (The size of the group will depend on the
‘number of total participants).

Step 3: Give each group two sheets of easel paper and each
officer two stick-ons.

Step 4: On the top of one sheet of the easel paper have
them write the question, “What is a police officer?”

Step 5: Have each police officer write on one of the stick-
ons one word which they think describes a police officer.
'For instance, “tradition, honest, loyal, etc.”

Step 6: Have the police officers discuss among their group
the reasons why they chose the word they did.

Step 7: Have the officers of each group place their stick-
on on their éasel paper titled “What is a police officer?”
Step 8: Have them write a sentence using all the words they

wrote. See the example below:

What is a Police officer?

Honest Loyél=_Dedica£ed Friendly Professional

A police officer is someone who is loyal and friendly ﬁo

the community while being professional and maintaining a

- strong sense of honesty and dedication.
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- Step 9: Similarly, on the top of the second easel paper
have each group write the question “What is ‘police
culture’?”

Step 10: Continue the same procedures as the first activity
by following steps 5 thru 8 and substituting the term “police

culture” for “police officer.” See the example below:

What is Police Culture?

‘Tradition ||History Family | | Profession| |Courage

Police culture is a courageous profession with a long

tradition of family and history.

Debriefing:

Once the group has answered both questions, have each
group present their definition to the class and then tape
their sentence to the classroom walls. The facilitator
should focus on comparing the definition of the term
“culture” with the officers’ definitions of the term “police
culture” to find any similarities.

Debriefing Questions:

1. Is it appropriate to refer to the law enforcement
profession as a culture?

2. What are similarities between cher’cultures and the
police culture? |

3. What are some of the stereotypes people have of the police

culture?
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4. How do these stereotypes affect your job performance?

5. While in uniform, do you feel you are in a fish bowl? If
so, why?

6. Do you think other cultures feel that they are in a fish

“bowl? If so, why?
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Culture Definition
“Culture is a system of shared beliefs, values, customs,
behaviors, and artifacts that the members of a society use to
cope with their world and with one another, and that are

transmitted from generation to generation through learning.”
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Chapter Seven
”They All Look The Same”
Sensitivity Exercise
Goal:

Police officers will assess how stereotypes are applied
to individuals and to reassess an old law enforcement cliché
~“If it walks like a duck, if it talks like a duck, it’s got
to be a duck.”

Purpose:’

This exercise explores the concept that people grouped
by race, color, creed, religion and/or sex are not all the
same, but rather distinct individuals. Participants will
profile people based on their individuality instead of myth
and appearance.

Tool:

The tool is to analyze people based on individuality

rather than generalizations.

Stationery 1Items:

1. Approximately six oranges (depending on the number of
participants)

2. Orange Family History Questionnaire (see Supporting
Material)

Facilitation:

Step 1: Divide the officefs,into groups of five or more,
depending on the number of participants.

Step 2: Each group will designate an individual to take

notes.
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Step 3: Show an orange to the class.

Step 4: Ask the police officers what they see. Most will
say an orange with the word “Sunkist”. Allow the police
officers to be creative with their answers.

Step 5: Give each group an orange and an Orange Family
Questionnaire.

Step 6: Tell the group to choose two individuals to
represent the orange’s father and mother. if only one gender
is present, the orange will have one parent.

Step 7: Ask the parents to familiarize themselves with it.
Tell them not to mark on it.

Step 8: Review the questionnaire and tell the officers they
have five minutes t0;comp1ete it. You will notice that the

- police officers will be laughing during this exercise; this
is acceptable behavior.

“Step 9:  Have each group’s parents read the answers aloud.
Step 10: Have the groups place each orange on a table in
~front of the classroom.

~Step 11: Mix up all the’qrangéSf_including the original one
you held up.

Step 12: Tell the parents.tOzretrieve*their oranges. In
most cases, all parents will retrieve their orange correctly.
In a case where a parent can not find their correct orange,

they should take any orange and return to their seat.
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Debriefing:

1. Of what cliché did this exercise remind you? Do the
words, “they all look the same” come to mind?

2. Raise your hand if you have ever used this cliché. Be
honest with yourself.- Have you heard someone use this
cliché?

3. How do you think such a cliché can affect police
services in a community?

4. How can this exercise be associated with stereotypes
and prejudice?

5. Do you judge people based on how they look?
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Orange Family History Questionnaire
1. Name: |

2. Father’s last name:

3. Mother’s maiden name:

4. Social security number:

5. - Birth place:

6. 'Birth marks:

7. Ethnicity:

8. Gender:

9. At what age did it walk?

10. - What were its first words?

11. Name of elementary school:

12. Name of high school:

13. At what age did it go on its first date?

14. ~What are your career goals for him or her?
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Chapter Eight
- Perception Stereotype Exercise
Sensitivity Exercise
Goal:

. Police officers will assess how peoples’ perceptions of
others evolve into stereotypes.
Purpose:

The purpose of this exercise is to have officers assess
their perception and how it can be deceiving when interacting
with or judging people.

- Tool:

- The tool is the competence to assess one’s perception of
people’to‘aVOid stereoiyping br making false generalizations.
Stationery 1Items: |
1. overhead projector
2. Transparency of the Young and 0ld Women Illusion
3. Transparency of the Muller-Lyer Illusion
4. Transparency of the Horizontal Vertical Illusion
5. Transparency of the Ponzo Illusion
6. Transparency of the:Faces Illusion
7. Perception.Questiohnaire
~ (see Supporting Material for,itemS\257)

Facilitation:
Step 1: Tell the officers that this is a silent exercise.
Step 2: Tell the officers to have a pencil and paper

-available. and be ready to write when instructed.
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Step 3: Tell the officers you are going to have them close
their eyes and when they open them, they should take notes on
what they saw on the overhead projector.

- Step 4: Once everyone has their eyes closed, tell them to
make sure they are facing the front of the class.

Step 5: Each transparency should be shown for five seconds.
Allow thirty seconds for the officers to write what they see.
They should close their eyes prior to viewing each
transparency. Show the transbarencieS‘in the following
order:

1. Transparency of the Young and 0ld Women Illusion.

2.  Transparency of the Muller-Lyer Illusion.

3. Transparency of the Horizontal Vertical Illusion.

4. Transparency of the Ponzo Illusion.

5. Transparency of the Faces Illusion.

Step 6: Once all the transparencies are shown, divide the
class into groups of six and distribute the perception
questionnaire.

»Step 7: Tell the police offiéersithey are to answer the
questions as a group.

Debriefing:

Once everyone has answered the questions, have a
representative from each group share their answers with the
other groups. Acknowledge any similarities or differences
which exist among the groups’ answers. Once all the groups

have shared their answers, ask the following questions:
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1. How can perception affect how you view a situation?
2.  How can perception be the cause of stereotypes?

3. Does anyone have perceptions of people? If so, how
these perceptions affect people you may come in contact
4. Has someone ever innocently had a misperception of
someone?  If so how?

5. Raise your hand if you have heard of the old cliché
it walks like a duck and it talks like a duck, it’s got
a duck.”

6. How can this cliché affect the perception one might

of people?

can

with?

llIf

to be

have

7. Can a strong belief of this cliché affect the interaction

~with the community you serve? If so, why?
8. What have you learned from the exercise?

9. How can one avoid making false perceptions?
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Perception Questionnaire
Woman Transparency
1. How many of you saw the young woman first?
2. How many of you saw the old woman first?
3. How many of you were able to see them both
- simultaneously?
4. Wwhat did you see?
Muller-Lyer Transparency
1. wWhich line was taller?
2. What direction were the arrows pointing?
3. Which line on the arrow was thicker?
4.  What did you see?
Horizontal and Vertical Lines Transparency
1. Which line was taller?
2. -Which line was thicker?
3. What did you see?
- Ponzo : Transparency
1. What letter did the lines most resemble?
2. Was the top or bottom line longer?
3. What did you see? |
Faces Transparency
1.. How mény of 'you saw the faces of men?
2. ‘How many of you saw the faces of women?
3. How many of you saw the figure of women?

4. ‘What did you see?
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Young and Old Woman Illusion
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Muller-Lyer Illusion
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- Horizontal Vertical Illusion
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Chapter Nine
- Acknowledging Your Own Prejudices
Sensitivity Exercise
Goal:

Police officers acknowledge that all people are subject
'ﬁo prejudices and racist tendencies, whether consciously or
unconsciously.

Purpose:

Police officers will be guided through their own denial
of their conscious or unconscious prejudices and racist
tendencies. Once this is accomplished, officers will be ablé
to question whether their beliefs can affect their workplace
and the community they serve.
~Tool:

The tool is the ability to recognize their prejudices
and racism and begin to manage them.

- Stationery Items:
None.
Facilitation:
Step 1: Ask the police foicers*the‘following questions:
1. Raise your hand if you are prejudiced (Most officers will
raise their hand).
2. .Raise your hand if you are a racist.
3.. Raise your hand if you are homophobic.
4. Raise your hand if you are Anti-Semitic.

5. Raise your hand if you dislike security officers.
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6. Raise your hand if you dislike immigrants -
7. Raise your hand if you dislike lawyers.
Step 2: Read the statement below:

Most psychologists will tell you all humans are
prejudiced. However, most people are in denial about what
their prejudices are. You will note that fewer police
officers will raise their hands when you have them identify
their prejudices. Interestingly, police officers will be
willing to admit professionally and socially accepted
‘prejudices, such as hate of lawyers and security officers,
but avoid admitﬁing to prejudices which carry stigmas.

When it comes to admitting our racism, prejudices, hate
and sexism towards people, it is difficult to confront.
Therefore, when something is difficult to face, has serious
consequences, or damages our ego,-we will often resort to
denial as a defense mechanism. Unfortunately, by‘bottling up
these feelings and not trying to understand them in their
-entirety, these feelings. grow and become more harmful.

Step 3: 1In the following steps, the facilitator will give
~examples of how denial works and associate it to prejudices,
racism, hate and sexism.

Step 4: Ask the officers to raise their hands if they ever
stole something? Most police officers will raise their
hands. To those who do not raise their hand, ask them if
they have ever stolen change from their mother’s purse or

father’s wallet, stole a flower from a neighbor, took a pen
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from work, borrowed a pen and not returned it, cheated on
taxes, would they steal to feed their children if it would
keep them alive, etc. By now, most police officers who did
not admit to stealing anything will. For those who persist
~in saying they have never stolen anything, acknowledge that
it can be.possible‘to have never stolen.

Step 5: Thank the officers for their honesty.

Step 6: Now tell the officers “Those of you who are thieves
‘raise your hands.” (Very few officers will raise their
hands). Remind the police officers that most, if not all, of
them raised their hands when you asked earlier .if they had

stolen something.

~ Step 7: Ask why those who did not raise their hands do not

~consider themselves thieves? What is their justification or
rationalization for not labeling themselves with that term?
Some résponses may be: “I am not a thief. because I did not
get céught;"‘”Thieves are the ones that do it habitually; I
just steal sometimes;” “Thieves steal big things; I just

- steal small things;” “I just,stole‘once."

Debriefing:

- What we just’saw isuan~example‘of?how we avoid calling
ourselves “thieves,” just like we avoid calling:ourselves
-prejudiced, racist, hate‘mongers and sexist. A possible
- reason why discrimination and racism is so widespread and
growing in our society is because people are not willing to

face their own fellings. There are many incentives to keep

74



us from admitting to ourselves or others that we have learned
some racism and that learning affects how we perceive and
treat others.

Debr;ef;ng.

1. Why don't people llke to 1dent1fy thelr prejudlces?

2. Why do people like to con51der themselves good people?
‘3. Why do people believe that only bad people are racist,

| prejudiced or sexist, etc.?

4;_ Do racism and other prejndices run deep in eur society?

5. 1Is it possible to escape racism and other prejudices?

- 6. How many of you would agree w1th thlS statements. “Only

when we get past the denlal stage can we begin to truly
"address the problem(s) related to our biases.”
‘7. Do you believe 5001ety is 1n denlal when it comes to
prejudlces? ‘ | |
8. In what other sitnations have you heard thevword denial
used? (e.g., spousal abuse, drug abuse, death, pornography

etc.)

Source: Martin Cano Unlearning Prejudice Trainer’s manual,

. ’ Dealing with Denial Exercise (Cerritos: Martin
Cano Publisher CA, 1996) 83. This exercise was
modified from the Dealing with Denial Exercise
to be applicable to the police profession.
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Chapter Ten
Subtleties of Ingrained Stereotypical Images
Sensitivity Exercise
Goal:

Police officers examine the stereotypical subtleties
which live in most peoples’ minds and identify where they
- obtain them.

Purpose:

By having police officers reevaluate the root of
stereotypical subtleties, they will begin the process of
reevaluating their stereotypes. In doing so, the police
.officer will be empowered not to make generalizations about
people based on past experiences.

Tool:

The knowledge of how stereotypes and prejudices are
developed and, as a result, choose not to use. them.
Stationery 1Items:
1..-#People” handout (see Supporting Material)
2.‘”People Debriefing” handout: (see Supporting Material)
Facilitation:

Step 1: Tell the officers{that’this is a silent exercise.
Step 2: Divide the participants into groups of five.

Step 3: Tell the police officers to close their eyes and
imagine the following people you will read from the “People”
handout. (There should be a five second pause between each

statement read).
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Pebple -Handout

1. White person.

2. Car wash worker.

3. Basketball player.

4. Quarterback. -

5. A person driving a low rider.

6. - Doctor.

7. A person driving a black Cadillac.

8. Dishwasher.

9.  Police officer.}

10. Nurse.

- Step 4: Have everyone open their eyes and hand them the
“People” handout. |

‘Step 5: On the “People” handout, ask everyone to write down
the ethnicity and gender of the person they imagined. (Tell
them their honesty is very important).

Step 6: Once all the officers have completed filling out
the “People” handbut, give each_group a “People
Questionnaire.” Have them verbaily.discuss among themselves
- the questions on the “People Questionnaire.” Allow 20
“minutes to do so,;~*l

~People Questionnaire

1. What were the first imageSBOf the doctor that came to

. your mind?- |

2. What ethnicity did you imagine the car wash worker to be?
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3. How many of you imagined the quarterback as being male?
4. What was the ethnicity of the quarterback?

5. What was the gender of the nurse?

6. How tall and what build was the police officer?

7. What was the ethnicity of the basketball player?

8. How tall was the basketball player?

9. What gender was the police officer?

-10. What was the ethnicity of the person driving the black
Cadillac?

11. Describe the image you had of the white person?

12. How many total men were imagined within your group?
13. How many total women were imagined within your group?
.14;::How can these‘preconceivedaimages'affect your |
relationship with people in the field?

15. What did you learn from this exercise?

l6. Wwhat are the similarities or differences among your
answers?

Debriefing:

Each group will - share what 'they learned about each
“others’ answers, for instance, similarities or differences.
Among the different groups, the facilitator should use the
people questionnaire as a focal point for discussions and
make connections wherever;appliceble;.The entire group should
be asked the following questions:

1. Why were the majority of thevimages you imagined male?
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2. How do people acquire stereotypical subtleties?

3. How can stereotypical subtleties affect the interaction
you have with people?

4. How can you avoid stéreotypical subtleties?

5. Raise your hand if you have stereotypical subtleties.
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People Handout
1. White person.
2. Car wash worker.
3. -Basketball player.
4. VQuarterback‘
5. A person-driving’a'iow rider.
6. Doctor.
7. A person driving a black Cadillac.
8. ‘Dishwasher. -
9. Police officer.

10. Nurse.
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People Debriefing Questionnaire
1. Wwhat were the first images of the doctor that came to
your mind?
2. What ethnicity did you imagine the car wash worker to be?
3. How many of you imagined the quarterback as being male?
4. What was the ethnicity of the quarterback?
5. What was the gender of the nurse?
6. How tall and what build was the police officer?
7. What was the ethnicity of the basketball player?
8. How tall was the basketball player?
9. What gender was the police officer?
10. What was the ethnicity of the person driving the black
Cadillac? |
11. Describe the image you had of the white person?
12. How many total men were imagined within your group?
13. How many total women were imagined within your group?
14. How can these preconceived images. affect your
relationship with people in the field?
15. What did you learn from this exercise?
16. What are the similafities'or‘differences among your

answers?
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Chapter Eleven
Words Hurts
Sensitivity Exercise
Goal:

Police officers will develop a conscious vocabulary to
-assess their use or the use of others’ epithet and pejorative
terms, whether or not a person affected by these words is
present.

Purpose:

Police officers will come face to face with epithet and
pejorative terms and assess the hate and pain these words
cause. As a result, they will uncover how even subtle or
comical uses of these terms can affect their relationship
with the community and personnel within their department.
Tool:

The tool is awareness that epithet and pejorative act
like weapons so that officers will be empowered to assess and
avoid the use of these words.

Stationery 1Items:
l. Cassette player
2. Epithet and pejorative training cassette

3. Epithet and pejorative cassette ‘transcript (see
Supporting Material)

Facilitation:
Step 1: Define “epithet” and “pejorative”.
1. An epithet is an abusive or contemptuous word or phrase.

2. Pejoratives are belittling words or expressions.

83



Step 2: Instruct officers not to talk, laugh or leave the
- classroom during the exercise.

Step 3: Have the police officers form an inner and outer
circle, face each other and maintain eye contact during the
exercise.

- Step 4: ' Acknowledge that the exercise might cause some of
them to have difficulty maintaining eye contact, feel

- Jjittery, sad, etc. Tell the officers to pay close attention
to their feelings, own body language and the body language of
the person in front of them.

Step 5: Play the Epithet and Pejorative Training Cassette.
Let the tape play without interruption until it ends. Each
time an epithet or pejorative word is read, the inner circle
officers should step to the right.

Debriefing:

Epithet and pejoratives are the foundation of the
dehumanization process. By replacing a person’s name with an
epithet or a pejorative, it is easier to disassociate oneself
from people and cause them harm. This dissociation was seen
in Germany during the Holocaust. The Nazis associated the
Jewish community with animals. . The éame happened to the
Indians, Southern and Western Europeans, Slaves, Native
Americans, Mexicans etc.

Acknowledge that during the exercise, different people
will experience distinct feelings and reactions. Some

feelings and reactions a participant might experience:
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1. discomfort and/or pain

2. reminder of a past negative experience.

3. anger |

4. laughter

‘5. may be reminded of other epithets or pejoratives they may
have heard or used.

The facilitator should reread the goal to help keep
everyone focused on the topic. Below are questions officers
can be asked to generete dialogue:

1. How did it feel to hear these words and see the face

of the person in front of you?

2. Was it difficult to maintain eye contact with the person
in front of you?

3. Did you feel like talking to the person in front of you?
4. Ask the participants to stand up if they have heard any
of these epithets or pejorative words used in the past.

5. Ask the participants to be honest with themselves and
stand up if they have used any of these epithets in the past.
6. Why are these words dangerous?

7. Can you remember a time when someone used an epithet or
pejorative towards you?

8. Can you remember a time when a police officer used an
epithet on duty?

9. When should police officers use epithets or pejoratives?
10. Do you think it is correct to use epithets when a

person affected by these words is not present?
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11. Have you heard epithets used against police officers?

If so, how did they make you feel?
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Epithet and Pejorative Cassette Transcript
Beaner, Bean-eater, Chili-eater, Pepper-belly
A Mexican; a Hispanic person.'’
‘There are too many beaners in this school.
Beaners make good cops.
Bitch

An unpleasant or irritating female. This term is commonly
used by both sexes.?

She is a good bitch.

Officer Jane Doe’s partner John Doe is a bitch.

Buddha Head

An Asian person.?
Buddha Heads can not drive.
Buddha Heads make good Chinese food.

Chink

A person of Chinese nationality or descent.*’
There are too many Chinks in our area.
Chinks are good in math.

Dago

An Italian male.®

Have you seen the dago yet?

Dagos make good: spaghetti.

. Dike, Dyke, Dykey

A gay female.®

Tell the dike to go back to her bike and to get out of here.
‘Dikes have strong upper bodies.

Coon

An African American.’
Have you seen the coon yet?
~ Coons make good police officers in poor communities.

Dothead
An East Indian person.®

The dothead at the cleaners ruin my clothes.
Dotheads make good motel managers.
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Gimp

A disabled person.’

Fred knocked over a gimp on the way down the street.
Despite the fact that Officer Smith is gimp he a good
officer.

Gook, Gooner

A Vietnamese person; also used toward Asians in general.?®
Who’s the gook at the front desk?

Gooks make good leaders.

Fag, Faggot

A gay male.

‘Fags are too polltlcal.

My patrol partner is a fag.

Goy

A gentile.*?

-Even a goy knows better than that.

Goys spend too much time reading the Blble.
Gringo

A North American White person.®®

‘Here come the gringos with their fat wallets.
Gringos make good police officers.
Half-breed

A person of mixed blood.*

I don’t want half-breed kids running around in my block.
Half-breed women are attractive.
Handkerchief-head, Towel-head, Rag-head
Middle Eastern or East Indian person.®®

Rag head people own.too many liquor stores.
Towel-heads cook spicy food.

Hun
A German person.®®

Huns should talk English in America.
Huns have good polka music.
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Homo

A gay male or gay female.'’
My partner is a homo.
‘Homos are good artist.

Honky, Honkies

- A White person.'®
‘Those honkies can’t dance.
. Honkies make good doctors.

Illegal

An undocumented person without permanent residency.
. Those illegals are taking our jobs.
Illegals are good workers.

Jesus Screamer

A Christian. *
The Jesus Screamers will be getting out of church soon.

 pid you know that Jesus Screamers make good. listeners?
Jew someone down

A derogatory term dlrected towards Jewish people. Refers to
Haggling down prices.?

‘Don’t pay his price! Try to Jew him down.

Kike

A Jewish person.?

Kikes own the garment district.

Kikes are good investors.

Nigger

An African American Person.?

- That nigger committed the crime.
Niggers are good: runners.

“Nip

An Asian Person.?

Universities are full of nipsQ
Nips make good friends.
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-Paddy

An Irish person. The term has also been used to include all
-Caucasian people.®

Those paddies are not teaching me my history.
Paddies are good police officers.

Spook

An African American person.®

There were too many Spooks at the carnival.
Spooks are good readers.

Wetback, Wet

~ A Hispanic Person.*

Wetbacks are taking all the construction jobs.

- My Wetback neighbors are very giving.

White +trash

‘A Caucasian Person.?

There is too much White Trash in my neighborhood.
‘White Trash are good people.

N.V.N. Nigger Versus Nigger

An African American Male?

N.H.I. No Humans Involved

An African America Male®
' I'11 be 10-8 (Clear) N.H.I.

D.W.0. Driving While Oriental

An Asian American® ,
The traffic collision was caused by a D.W.O.

Wabby
A Hispanic male who appears like an immigrant or an

- undocumented person.?
Was the person you contacted a cholo or a wabby?

! Richard A. Spears Forbidden American English, A Serious
Compilation of Taboo American English (Lincolnwood: NTC
'Publishing Group IL, 1990) 10.
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Chapter Twelve
Understanding White Privilege
Sensitivity Exercise

‘Goal:

- Police officers assess white privilege and how it can
~affect their ability to interact with people.
Purpose:

Police officers form an understanding of how people of

color are affected by white privilege.

- Tool:

The tool is the understanding of why people of color

- perceive white police officers as privileged.

- . Stationery Items:

1. ver

2. “Free Indeed” video

3. -Overhead projector

4. Transparency of “Free Indeed” Video Debriefing (see

- Supporting Material)

Facilitation:

Step 1: The facilitator should explain the purpose of the

.. video tb the participants. #“Free Indeed” is a video designed
to provoke<thoughtvandfdiscussion and includes perspectives
that will be challenging to many white audiences.

Step 2: As participants watch the video, notice their body
language.

Step 3: Place the “Free Indeed Debriefing Questionnaire”
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transparency on the overhead.
Debriefing:

At the end of the video, begin debriefing. The
facilitator should not expect an easy discussion and should
be prepared to facilitate strong emotions that may surface.
Use the “Free Indeed Debriefing Questionnaire” to stay
focused on the goal. The following questions can also be
used to raise further dialogue.

1. Did you know that minorities perceive white people to
have privileges? Are their perceptio<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>