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2.11.10
PRESENTATION METHODS / MEDIA

Estimated Time Range: 1 hour


Presentation Methods/Media: 

Methods

1.
Online training format
2.


3.


4.


5.



Material/Equipment Requirements
1.


2.


3.

4.


5.



Student Suggested Reading
1.
Read – Police Work: A Career Survival Guide by Neal Trautman
2.


3.


4.



Media
1. Handout - Law Enforcement Code of Ethics
2. Handout – Oath of Honor


3.
Handout – Continuum of Compromise
4.
Handout – Maine Decertification Information

5.   Handout – Additional Models for Ethical Decision Making
Using an online training format, this course will ground students in the reality that integrity is one of the most important non-tactical survival techniques an officer possesses to ensure a long career in law enforcement.  It is also one of the least trained upon. 

For officers to survive the frustrations and difficulties of the job, endless invitations and temptations to lower personal and professional standards of conduct, media and public misunderstanding or non-support, and agency and peer pressures, they must demonstrate a solid core of integrity over time: acting in accordance with their values.

The Law Enforcement Code of Ethics lays out the classic set of expectations that law enforcement officers demonstrate a high level of ethical behavior and decision-making.  Officers must self-regulate their conduct on a daily basis, as a leadership and personal responsibility issue, and one of career and personal survival.
By learning about the circumstances that turn an officer of integrity into a corrupt one, and exploring a range of ethical situations that commonly arise for law enforcement officers, students will walk away with a road map to their retirement.

PERFORMANCE OBJECTIVES

At the end of this unit of instruction, the student will be able to accomplish the following objectives as outlined in the lesson:

2.2.1
Identify the key components of the Law Enforcement Code of Ethics and the Oath 
of Honor.
2.2.2
Describe the process by which an officer’s personal integrity erodes, and the agency and community factors that can affect this.

2.2.3   Identify the negative consequences to officers and others that can result from 


unethical decisions.

2.2.4 
Identify common situations that provide law enforcement officers the 



opportunity to demonstrate their integrity, and use decision-making tools to make 


ethical decisions in those situations.



2.2.5
Identify factors that support officer integrity.
	I. Introduction (Adapted from Prevost & Trautman, N.D.)
A. In the world of modern policing, law enforcement officers must be able to withstand high levels of stress and frustration on the job, low pay, misunderstanding and non-support from community members, and sometimes conflicting expectations about their role from within their own agencies.  Each year in Maine and around the country officers are investigated, fired, suspended without pay, arrested, and/or decertified.  Public perception of law enforcement is mixed, with media reports of individual officer’s misconduct calling into question everyone in the profession.
B. What is the anchor for the officers who want to make a career of law enforcement?  Personal integrity.  It is integrity that will allow officers to withstand the difficulties of the profession, and integrity that will create opportunities for advancement.  While many aspects of the profession are under the control of others, integrity is one of the few things that is under individual control.  
C. Realize up front that integrity and ethics are not static aspects of a person.  Moral development happens in stages, and any individual can achieve higher levels of moral development, or be influenced to sink into a pattern of unethical behaviors.
D. Review performance objectives.  After this training you will be able to:
1. Identify the key components of the Law Enforcement Code of Ethics and the Oath of Honor.

2. Describe the process by which an officer’s personal integrity erodes, and the agency and community factors that can affect this.

3. Identify the negative consequences to officers and others that can result from unethical decisions.

4. Identify common situations that provide law enforcement officers the 
opportunity to demonstrate their integrity, and use decision-making tools to make ethical decisions in those situations.

5. Identify factors that support officer integrity.

E. Integrity is law enforcement officers’ greatest training need and amounts to one of the most important tools for personal and career survival that officers have control over.  This training amounts to non-tactical survival training for you to make your career a long and positive one.

F. To become law enforcement officers who expect to stay in the job long term, officers must be prepared to:
1. Identify situations and decisions that have an ethical component.
2. Analyze those situations according to personal and professional values.
3. Consistently demonstrate personal integrity by acting in accordance with those values.
G. Personal responsibility:  Your integrity is yours to lose. The goal for law enforcement officers should not be that the profession is regulated and that officers are held accountable by others; it should be that law enforcement officers regulate themselves.  Ethics is a leadership issue for all officers.

II. Definitions

A. Ethics:  “The principles of conduct governing an individual or group”; “the discipline dealing with what is good and bad”; “a set of moral principles” (Merriam-Webster, N.D.).  Ethics relates to what an individual considers right and wrong, but is not the set of beliefs itself.  It describes how someone behaves, based on those beliefs, which are called values.

1. The difference between ethics and morals:  Morals involve “modes of conduct” (Merriam-Webster, N.D.), while ethics stress a social system (a profession, a nation, a community) in which those morals are applied, the standards or code of behavior expected by the group to which the individual belong.  While a person’s moral code is usually unchanging, ethics can change and is influenced by others. 

B. Values:  Principles which are “valuable and desirable” (Merriam-Webster, N.D.).  Values are the beliefs upon which ethics, actions and decisions, are based.  
1.   Types of values include:

a. Personal: Examples include creativity, strength, honor. 

b. Professional:  Examples include fairness, excellence, honesty. 

c. Organizational:  Examples include timeliness, achievement, teamwork. 
d. Societal: Examples include safety, tolerance, trust.

2. Values are formed by many influences – people, organizations, and society.  Values can and do change, sometimes appropriately and sometimes inappropriately.  People often look to work in professions with values that mesh with their own.  Organizations such as law enforcement base their values on society’s values, so changes in society’s values will result in changes to the organizations values.  It is certainly arguable that the ethical standards of society have changed by falling below what they were in the past, in many areas of life.  Dishonesty, drug use, cheating, sexual misconduct, have all become expected, and in some cases, admired, by society.  In addition, more people are rejecting responsibility for their own actions and blaming other people or things.  This undoubtedly influences the work of law enforcement.

C. Integrity:  “Firm adherence to a code of especially moral…values” (Merriam-Webster, N.D.).  People are said to have integrity when they act according to their values.  An element of integrity is moral courage, which must be present at times for people to stand up for what they believe in, by acting in accordance with their beliefs.  This is one aspect of courage required on the job that is not always talked about in law enforcement training.  Ethical decision-making takes courage, because people who make ethical choices often subject themselves to social and professional ridicule.
D. Professionalism: Conduct or qualities that characterize or make a profession (Merriam-Webster, N.D.).  For law enforcement officers, this includes how officers look, act, the attitude they display, and how they approach training and self-improvement.
1. Uncompromising pursuit of excellence.

2. Pride in quality of work.

3. Standards of excellence are high even when no one is watching.

4. Uncommon tenacity when all those around are giving up.

5. Positive outlook.

6. Professionalism reflected in actions, thoughts, and work.

III. The Law Enforcement Code of Ethics:  Developed in the 1950s by the International Association of Chiefs of Police (IACP), these four paragraphs have been widely adopted as a straightforward ethical statement of what an officer should strive to achieve throughout his/her life and career.  The Code of Ethics represents a 7-day-a-week, 24-hour-a-day commitment to integrity and describes responsibilities related to officer’s duty, conduct, actions, and position.

A. Take a moment to review the Law Enforcement Code of Ethics and note the range and depth of behaviors it addresses in just a few, brief statements.  
B. More recently, the IACP has encouraged every law enforcement agency to require officers to adhere to an Oath of Honor as a practical commitment to ethical behavior.  The IACP’s goal is that this oath will be posted and recited, and will be coupled with ethical mentoring and role modeling within agencies.  
1. Honor:  One’s word is given as a guarantee.

2. Betray:  Breaking faith with the public trust.

3. Badge: Symbol of office.

4. Integrity: Defined above; being the same person in public and private life.

5. Character: Qualities that distinguish and individual.

6. Public trust:  Charge of duty imposed in faith toward those you serve.

7. Courage:  Strength to withstand unethical pressure, fear, or danger.

8. Accountability:  Answerable and responsible to oath of office.
9. Community:  Jurisdiction and citizens served.

IV. Using the power for good:  The great need to develop and maintain integrity arises directly from the weighty powers granted to law enforcement by the public.

A. Protectors of society:  People expect law enforcement officers to protect them and they expect that protection to be equal and fair.

B. Power and authority:  Law enforcement officers have the power and authority to deprive the people of their freedom and liberty.  Law enforcement officers have the power and authority to take a person’s life in some circumstances.  This type of power and authority is not granted to any other profession.

C. Enforcers of the laws:  People have given law enforcement officers the responsibility of enforcing the laws.  Application of the laws to others must be equal, and must also always equal an officer’s application of the law to himself/herself.  

D. Oath of office:  Law enforcement officers take an Oath of Office swearing to enforce the laws equally and fairly and to protect the constitutional rights of all citizens.    

E. Role model position:  The authoritative and public nature of law enforcement work makes you role models for many other people.  With this profession, comes the responsibility that officers behave like people worth looking up to.  Within the profession, it is also important that officers strive to be the example.
F. Overall, this profession involves a higher standard of ethical conduct than other people are held to, and this standard is fundamental to all the other work done by law enforcement officers.

V. The Continuum of Compromise: How do “honest cops” become “compromised officers”?  It happens as a progression, and begins with a perceived sense of victimization on the part of officers.  This can lead to the rationalization and justification of various kinds of misconduct. 
A. Perceived sense of victimization:  Officers often begin their careers as highly motivated individuals.  The profession usually becomes closely tied to their personal identity, and for some, the “I am a cop” mentality dominates every other aspect of their identity.  The danger in this is that while officers have absolute control over their own integrity and professionalism, the rest of their law enforcement role is controlled by others.  Rules, procedures, policies, assignments, dress codes, and many other aspects of the work are out of the officer’s hands.  The officer’s deep investment in the profession coupled with this lack of control often results in a broad distrust of first the public, then the criminal justice system, and then their own administration.
B. Acts of omission:  Officers begin rationalizing and justifying not doing things they are responsible for doing.  Acts of omission can include selective non-productivity (ignoring traffic violations or certain criminal violations, etc.), "not seeing" or avoiding on-site activity, superficial investigations, omitting paperwork, lack of follow up, doing enough to just "get by", or not reporting another officer’s inappropriate behavior.  Acts of omission rarely face scrutiny from peers because they are working in the same environment and understand it all too well. 
C. Acts of omission – administrative:  Instead of just omitting duties and responsibilities, officers commit administrative violations which they see as unimportant or stand in the way of “real police work.”  These acts could include carrying unauthorized equipment and/or weapons, engaging in prohibited pursuits and other activities, drinking on duty, and romantic interludes at work.  Department sanctions are typically the only risk that officers will face at this point, so this is often the farthest an officer will go on the continuum of compromise.  

D. Acts of commission – criminal: “In the final stage on the continuum of compromise officers engage in and rationalize behavior that just a few years before could not be imagined. At first, acts of criminal commission may appear benign and not terribly different from acts of administrative commission. Evidence that will never be of any use is thrown away instead of being turned in, overtime or payroll records are embellished, needed equipment is inappropriately purchased with money seized from a drug dealer, expecting ‘a little something in the envelope’ when the officers drop by are but a few examples that officers have easily rationalized. ‘What the hell, we put our lives on the line and they owe us’.  A gun not turned into evidence and kept by the officer can become ‘it's just a doper's gun anyway and would probably be used to kill some innocent person or even a cop.’ Theft and misappropriation of seized assets is a problem, but it's not ‘like real theft where there is a real victim, nobody is getting hurt but the dopers, what's the deal?’ The ‘Loyalty versus Integrity’ dilemma can permit criminal actions to develop into conspiracies…whether other officers are actively involved or passively remain loyal and accept what takes place.”
E. Entitlement versus accountability:  “Officers can develop an overwhelming sense of victimization and an intense resentment toward the supervisors and administrators who control their job-role. This can lead to another dilemma…a sense of entitlement. Entitlement is a mind-set that suggests ‘we stick together’ and ‘we deserve special treatment.’  Entitlement allows both on and off duty officers to operate with the belief that many of the rules don't apply to them.”
F. Loyalty versus integrity:  Law enforcement agencies across the country can give many examples of "innocent" officers not telling the truth in an attempt to protect a partner or co-worker, only to find themselves facing serious or career-ending discipline.
(Gilmartin, K. & Harris, J., 1998)
G. National research on the discipline of law enforcement officers indicated that the average age of officers who are decertified is 32.  Therefore, officers most likely to commit unethical acts are not rookies, but those with between 5 to 10 years of service.  Wherever officers fall on the continuum of compromise at the beginning of their careers, working within an organizational culture of disrespect and unfairness for several years can influence officers to behave unethically (Trautman, N.D.a).
VI. The corruption continuum: agency factors that erode integrity.  Agency administrators play a direct and powerful role in supporting or diminishing officer integrity, and few cases of truly unethical behavior happen without warning signs.  When law enforcement leaders do not address ethics in the day-to-day operations of the agency with prevention and quick intervention strategies, they create a culture that can lead to the devastation of individuals and agencies.
A. Indifference to integrity

1. Low recruitment and hiring standards – inadequate background checks – unethical past behavior is the best predictor for future unethical behavior.
2. Inadequate field training programs or role models - unskilled officers or officers who have acted unethically in the position to train new officers – also reluctance to use the program to hold inferior officers accountable. 

3. Administrative or political interference.
4. Allowing agency leaders to role model misconduct.
5. Anger and frustration.
6. Lack of accountability.
7. Code of silence (discussed in more detail below).
8. Ignoring personal needs of employees.
9. Poor employee retention.
10. Poor promotion/transfer selection.
11. Lack of courage to face these everyday ethical situations.
B. Ignoring obvious ethical problems

1. Lack of knowledge that they occur.
2. Self centeredness – Wanting to avoid personal scrutiny/criticism.
C. Hypocrisy and fear dominate the workplace culture

1. Fear:  “Although it is never in a policy manual, every manager and supervisor [come to know] that politics and hidden agendas decide which leaders will continue to be promoted and who will be ostracized or pushed aside.  Thus, if you want to prosper or even merely survive as a leader you are forced to abide by the unwritten rules of internal politics. The frustration of being treated with such disrespect and hypocrisy causes supervisors to privately discredit the administrators in front of employees.  What began as indifference has now grown into a cancer, destroying morale, productivity and dedication.” 

2. Extreme bitterness:  Manifesting as harsh criticism by large groups of people, or open defiance of administrators, bitterness in employees signals a deep resentment of how they feel they have been treated.

3. Hopelessness:  Employees do not see a way to promotion or to get out of the organization.

D. Hopelessness and despair

1. The last phase of corruption is characterized by employees doing whatever it takes to just survive with no one thinking that the situation will get any better.
2. The administrator’s lack of knowledge regarding how to prevent unethical acts, combined with the refusal to address it, prevents any attempt to enhance integrity.

3. Good, honest employees fear the corrupt, dishonest ones.

4. A long tradition of ignoring misconduct has convinced employees that leaders want misconduct covered up, rather than exposed or corrected.

5. The code of silence is both condoned and privately encouraged.

6. Employees who should be fired, arrested and decertified are allowed to quietly resign.
(Trautman, N.D.)
VII. The law enforcement Code of Silence:  The “Code of Silence”, the “Blue Wall” or the “Thin Blue Line” refers to the unwritten rule among some law enforcement officers that an officer must not report another officer’s errors or misconduct.  It stems from the intense bonds that develop between individuals in the profession.

A. National research (Trautman, 2001) about officers’ participation in the Code of Silence revealed that officers experience many pressures on the job not to report other officers’ misconduct.  The officers from who reported withholding information were from 42 states and  described:

1. Pressures from those who committed the misconduct:  47% advised they had felt pressure to take part in the code of silence from the officers who committed the misconduct. The remaining 53% were not pressured from the concerned officers.

2. Pressure from others:  Only 23% stated they felt pressure not to report the misconduct from people other than those who were directly involved in the misconduct. A total of 30% advised they did not feel pressure from anyone.

3. Rank of those who applied pressure:  73% of those who pressured the officers to keep quiet about the misconduct were leaders.

B. Types of incidents that prompted dishonesty:  This research also categorized the types of incidents that prompted officers to take part in the code of silence, ranked here from most to least common:

1. Anger:  Of the 532 code of silence incidents, 41% were excessive use of force circumstances.

2. Peer pressure:  20% of the incidents.

3. Greed:  16% of the circumstances were motivated by greed.

4. Lust:  8%.

5. Other: 15%, which included 25 different types of incidents in which officers withheld information.  The most frequently named are ranked here from most to least common:

a. Drinking on duty/not arresting off-duty officers who are driving while intoxicated 

b. Illegal searches 

c. Hostile or defensive narrative which included comments indicating misconduct 

d. Field training officers doing personal business on duty while with trainee  

e. Perjury 

6. In sum:  Pay attention to attitude, anger, lust (sexual, as well as lust for power), greed – these are usually the direct cause of intentional misconduct.
C. What they thought would happen if they told:  The most frequent perceived consequences for information on another officer was the belief they would be an outcast.  The next four reasons ranked from most to least cited:

1. The officer who committed the misconduct would be disciplined or fired.

2. I would be fired from my job.

3. I would be “blackballed.”

4. Administration would not do anything even if I reported it.

D. Conclusion: The code of silence exists in the law enforcement profession, and officers will likely face ethical dilemmas about it in their careers.  There are values underlying both sides of the decision to report an officer’s misconduct.  On one side is loyalty, and on the other, truth and the officer’s integrity.  Officers must carefully weigh these values by considering the short and long-term consequences to everyone involved when faced with a decision to report or not to report.
VIII. Accountability and consequences: Officers’ behaviors and decisions can and will be observed by others.  If officers do not hold themselves accountable for their behavior, government or other individuals and organizations will do it for them, and the consequences can be painful.
A. Lawsuits 

1. Agencies and the public have increased awareness of, and interest in, accountability through litigation when they observe unethical conduct.

2. Ethical behavior and decision-making are crucial for career survival.  Officers’ behavior will determine their longevity in this profession.

B. Media coverage

1. Law enforcement is a high-profile profession.

2. When one officer makes an unethical decision and the media covers it, it renews a larger conversation about the ethical standards of all officers. 

C. Community view of the officer and his/her agency

1. Damaged community view is costly:

a. Personnel complaints from citizens against the officer and others in the agency can increase.

b. Lawsuits, as already mentioned.

c. Once on officer or agency has damaged the public trust, it is difficult and time-consuming to reestablish a good reputation.

d. Recruitment can suffer because the agency can be viewed as a poor workplace within the profession.

D. Co-workers’ view of the officer and the agency

1. Co-workers know when an officer demonstrates unethical or immoral behavior.  In-house dissension can arise when others’ trust in that officer is damaged, and it is difficult and time-consuming to reestablish a good reputation. 

2. Unethical behavior by one officer forces co-workers into an ethical question themselves: report the behavior or simply walk away from it and let it be addressed by the chain of command?
3. If unethical behavior goes uncorrected by officers or the agency, morale suffers and high standards for ethical behavior can become lax: other officers might ask why they should act ethically when there are no consequences for unethical behavior.

E. Personnel issues up to and including decertification
1. Officers who act unethically can experience job and income losses from personnel investigations, termination, and/or decertification.

2. Should a jail term result from prosecution stemming from unethical conduct, the officer also will lose his/her freedom.

3. National research indicates that the 4 most frequent crimes committed by officers across the country who were processed for decertification between 1990 and 1995 include:

a. Making false statements/reports - 19.92%.

b. Theft (“larceny” in the research) - 12.12%.

c. Sex offenses other than rape - 9.48%.

d. Assault (“battery” in the research) - 9.15%.

e. These 4 offenses comprise 51% of the crimes for which officers have been decertified.

f. Other than filing false statements/reports, virtually all other offenses committed by the concerned officers can be grouped into 4 groups, which represent law enforcement officers’ biggest temptations:

i. Greed (26.99%), including:

Theft (“larceny” in the research) (12.12%)

Fraud/Forgery (5.03%)

Sale of Cocaine (3.08%)

Sale of Cannabis (1.36%)

Robbery (1.19%)

Bribery (1.19%)

Stolen Property (1.10%)

Gambling (.46%)

ii. Anger (19.69%), including:

Assault (“battery” in the research) (9.15%)

Excessive Use of Force (5.05%)

Weapon Offense (4.02%)

Family Offense (1.47%)

iii. Lust (12.74%), including:
Sexual Offenses (“sexual offenses other than rape” in the research) (9.48%)

Sexual Assault (“battery/rape” in the research) (2.77%)

Morals-Decency Crimes (.49%)

iv. Peer Pressure (12.70%), including:
Operating Under The Influence (5.08%)

Drugs Other Than Cocaine & Cannabis (4.64%)

Cocaine Drug Test (1.62%)

Cannabis Drug Test (1.36%)

(Trautman, N.D.a)

4. Maine decertification information reflects national research, indicating similar types of misconduct most frequently engaged in by law enforcement officers.
F. Stress and other personal consequences 
1. Officers experience stress from guilt or other negative emotions relating to unethical behavior, and also from watching and waiting for accountability to come. 
2. Officers may also experience losses of:

a. Dignity, self-respect, and self-worth.

b. Family relationships, as unethical behavior at work can often lead to trouble at home.

c. Their lives, if they experience such personal turmoil that they consider or attempt suicide.

a. The numbers of deaths due to suicide are 2 to 3 times the number of line of duty deaths among law enforcement agencies and emergency workers (National P.O.L.I.C.E. Suicide Foundation, ND).
IX. Common values
A. “The Six Pillars of Character” are universal values generally seen as applicable or acceptable to everyone, and they provide a baseline against which individuals can measure their behavior.

1. Trustworthiness

a. Honesty:  Involves a commitment to truthfulness, sincerity, and candor, and the avoidance of stealing, cheating, or trickery.
b. Integrity:  As discussed already, a person is said to have integrity when their behavior is consistent with their values – they consistently “walk the walk.”  
c. Promise-keeping: When an individual makes all reasonable efforts to fulfill commitments, and promises create a legitimate basis for others to rely on that individual.
d. Loyalty:  Ethical responsibility to promote or protect interests of the organization or profession.

2. Respect:  Involves showing honor and courtesy to others.  For law enforcement officers, it is crucial in the line of duty to demonstrate a respect for human life, avoid purposefully causing embarrassment to anyone, be fair and honest, only use the amount of force necessary, demonstrate tolerance, and avoid acting with intimidation or prejudice.
3. Responsibility.
a. Accountability:  Accepting personal responsibility for personal actions and decisions.  It includes avoidance of shifting blame to others, and not accepting credit for the work of others.
b. Pursuit of excellence:  People who employ effective work habits towards the goal of being the best they can in everything they do, and strive for continuous improvement.
c. Self-restraint:  Being in control of personal feelings and actions and being measured in decision-making.  For law enforcement officers, it is important to remain calm and not let emotions dictate actions.
4. Justice and fairness:  Aspects of this include treating people similarly when they are similarly situated, providing all citizens due process of law, and acting without bias.  Of course, people with conflicting interests may disagree on what is fair, or what will bring justice.
5. Caring:  Showing concern for the interests of others, or being compassionate, involves understanding and considering how actions and decisions affect others.  For law enforcement officers, caring also involves causing no more harm than is necessary to perform your duties.
6. Civic virtue and citizenship: Acting beyond self-interest, to be aware of, and feel an obligation to contribute to, the overall public good – examples include community service and volunteerism.
(Adapted from Josephson, 1992)        

X. Ethical decision-making and becoming “ethically fit”:  There are many models (“Think, then A.C.T.”, “The Bell, The Book, The Candle”, “Ethics Check Questions”) to guide and support individuals when they are faced with difficult decisions.  Regardless of whether an officer chooses a particular model to assist with these kinds of decisions, what is clear is that officers need to work on a daily basis to become ethically fit.  Just as with physical fitness, ethical fitness is not something that people achieve overnight.  It is achieved by giving a little effort to it every day, with the result that when officers are suddenly required to demonstrate it, they are ready.

A. Ethical fitness requires that officers not be mentally passive about important issues that come up in their work.  Instead, they need to actively think about things and reason them through.  It also means that officers have to care, to be invested emotionally as well as intellectually. 
(Kidder, 1995)
B.  For officers to be ethical, three things must be present:

1. They must want to be ethical. 

2. They must act on your ethical intentions. 

3. They have to think rationally.

C. Officers should regularly ask themselves:  

1. What should I (he/she, they) do?
2. What will I (he/she, they) do?
3. Who/what else will be affected by the decision?

(Adapted from Schafer, 2002)
D. Rationalization and justification: The number one false idea behind unethical conduct is that the officer had “no choice.”  There is always a choice.
XI. Thinking it through: principals of ethical policing and common ethical dilemmas.  Officers will face many situations in which they don’t know the right cause of action, have difficulty doing what they consider is right, and find the wrong choice very tempting.  A true ethical dilemma is not right versus wrong, but right versus right, when an officer can see that each side of the decision has an important value at stake.    
A. Fair access:  As a public resource, law enforcement officers must provide fair and open access to all services, which means no favoritism and no neglect directed toward any individuals.

B. Public trust:  The powers conveyed to law enforcement by the public come with a great trust that those powers will be administered responsibly. 

1. One of the most important aspects of the public trust relates to law enforcement officers’ use of force:  A law enforcement officer must never employ unnecessary force or violence and must use only such force in the discharge of duty as is reasonable in all circumstances.  While the use of force is occasionally unavoidable, officers must refrain from unnecessary infliction of pain or suffering and never engage in cruel, degrading, or inhuman treatment of any person.
2. Corruption in the form of kickbacks or favors:  The receiving of money, gifts, or favors for providing information or services to another.  Law enforcement should never use their badge for personal gain.
a. Gratuities and bribes.  

i. A rookie officer asks his Field Training Officer (FTO) if he wants to go to a new restaurant in town for lunch.  The FTO replies that he wants to go to his regular spot, because they will give him lunch for half-price as long as he’s in uniform, and he hasn’t built “a relationship” with the owners of the new place yet.

ii. What if the FTO said, “this business has been robbed a couple of times, so they give me lunch to keep an extra eye on the place”?

iii. Consider: Do you go with the FTO and enjoy a half-price lunch?  Do you tactfully decline to accompany him and go elsewhere?  Do you talk with him directly about his behavior?  Do you report the FTO?

iv. The difference between a gratuity and a bribe is a matter of degree.  In both cases, the giver likely wants to affect the future behavior of the officer, although this can go unstated.

v. If someone offers to give something truly in appreciation or thanks, the officer should ask them to write a letter to his/her Commanding Officer instead.

vi. The Law Enforcement Code of Ethics is clear: “…never accepting gratuities.”
3.   Racial Profiling:  Officers must not use their badge to advance a personal bias.  The stopping of motorists, the detention of a person, and/or the searching of a vehicle based solely on the individual’s race, ethnic origin, gender, age, or income.
4.   Testimony:  An officer’s testimony in a court of law must be accepted as the truth for him/her to be useful to the agency.  

a. If an officer’s reputation becomes questionable, every time they swear to tell the truth, or take actions, write reports, or make statements, they will be questioned by supervisors, prosecutors, and defense attorneys.  That officer’s actions will also call into question the testimony of other officers in the same agency.

C. Teamwork:  Officers are a part of a larger judicial system that requires cooperation from all who work within it.  Teamwork is undermined when officers make unethical decisions such as:

1. Dispensing “Street Justice”:  Taking stronger action against someone than their offense warrants.

2. Acting like a “Hot Dog”:  Refusing to share information or work together because the officer seeks personal glory or advancement.

3. Inappropriately closing ranks: An officer carries teamwork too far in the wrong direction and shows loyalty without limits, as discussed earlier.
D. Objectivity:  Officers must be impartial, setting aside personal issues in the performance of their duties.  Examples of challenges to impartiality:  Officers might have to provide security for an organization with views they personally disagree with, or might be faced with a known criminal who is a victim.

XII. Supporting officer integrity
A. Individual responsibility:  “Truly great leaders do much more than merely supervise or administer. They have a reputation and are remembered for their courage to stand steadfast, sometimes at their own demise, for doing what is right and just. They are individuals who have always remained uncompromising with regard to integrity” (Trautman, ND).
B. Awareness of the Continuum of Compromise and the reality that officers with 5-10 years of experience are at the highest risk for decertification due to misconduct.  Work to change the victim perception into a survivor mentality (Gilmartin & Harris, 1998).
1. Remember that life is not always fair and most officers will experience difficulties in their career or personal life, but these should never be used as an excuse to be unethical.

2. Officers should not spend time blaming/criticizing/sitting in judgment over others; focus on doing the most they can do.
3. Avoid regretting or living the past, and look to the future.

4. Officers have little control over much of the job, but do have control over themselves.

C. Agency Supports:

1. Quality recruitment and background investigations

2. High quality FTO program

3. Lack of political interference

4. Consistent, fair accountability

5. Early and effective corrective action.  For example in the 1980s, the U.S. Commission on Civil Rights recommended that law enforcement agencies create early warning processes to identify employees who display patterns of inappropriate behavior, before it reaches the level of misconduct.  This approach treats employees as assets that agencies seek to protect and improve through counseling and training (DeCrescenzo, 2005).
(Trautman, N.D.)
XIII.  Conclusion

A. Ethics breaches build on one another.  Once one boundary is crossed, it becomes easier to cross the next.  Unethical behavior starts with the individual and can build to a level that is known about yet allowed by a whole agency.  There is safety in numbers, so expect unethical individuals to try and influence others into unethical behaviors.  Don’t let it be you.

B. Ethical decision making after the fact:  If an officer has acted unethically, the expectation is that the officer will stand up, tell the truth about what was done, and take the consequences.  Do not compound mistakes.
	Performance Objective 2.2.2
Performance Objective

2.2.1

Handout – Law Enforcement Code of Ethics
Handout – Oath of Honor

Performance Objective 

2.2.2

Handout – Continuum of Compromise

Performance Objective 2.2.3
Handout – Maine Decertification Information
Handout – Models for Ethical Decision Making
Performance Objective 2.2.4
Performance Objective 2.2.5



1. Professionalism for law enforcement includes which of the following:

a. Standards of dress and appearance
b. Standards of behavior on duty
c. Standards of behavior off duty
d. All of the above

2. True/False  The Law Enforcement Code of Ethics has been replaced by the Oath of Honor.
3. The first step towards unethical behavior on the officer’s Continuum of Compromise is:

a. Walking away from another officer’s misconduct 
b. Accepting a gratuity

c. A perceived sense of victimization

d. Acts of omission

4. True/False    Rookie officers demonstrate misconduct resulting in decertification more often than officers with 5+ years of service.
5. True/False    As an operational issue, through policies and practices agencies can support or erode officers’ integrity.
6. The Code of Silence:

a. No longer exists
b. Creates a common ethical dilemma between loyalty and integrity

c. Exists primarily among road officers, rather than supervisors

d. Is punishable by decertification according to Maine Statutes
7. Which of the following are potential negative consequences of unethical behavior:

a. Lawsuits

b. Loss of public trust in the officer and his/her agency
c. Loss of job and/or certification

d. All of the above
8. “Ethical fitness” requires an officer to:
a. Think through important issues on a regular basis

b. Develop a passive mentality about policing

c. Avoid decision making unless absolutely necessary

d. Always be assertive when you have a difference of opinion

9. Officers can maintain their integrity over time by: 
a. Abandoning the Code of Silence

b. Staying conscious of the Continuum of Compromise

c. Working for agencies with inconsistent discipline practices
d. Avoiding officers who display unethical conduct

10.   The underlying factors that most often cause officers to behave unethically include:
a. Anger and lust
b. Jealousy and substance abuse problems
c. Financial need

d. All of the above
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