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ABSTRACT

No issue has been more controversial in the discussion of police union
responses to allegations of excessive force than statutory and contractual pro-
tections for officers accused of misconduct, as critics assail such protections
and police unions defend them. For all the public controversy over police un-
ions, there is relatively little legal scholarship on them. Neither the legal nor
the social science literature on policing and police reform has explored the
opportunities and constraints that labor law offers in thinking about organiza-
tional change. The scholarly deficit has substantial public policy conse-
quences, as groups ranging from Black Lives Matter to the U.S. Department
of Justice are proposing legal changes that will require the cooperation of po-
lice labor organizations to implement. This Article fills that gap.

Part I explores the structure and functioning of police departments and
the evolution of police unions as a response to a hierarchical and autocratic
command structure. Part Il examines how and why police unions have been
obstacles to reform, focusing particularly on union defense of protections for
officers accused of misconduct. Part III describes and analyzes instances in
which cities have implemented reforms to reduce police violence and improve
police-community relations over fifty years. All of them involved the coopera-
tion of the rank-and-file, and many involved active cooperation with the
union. Part IV proposes mild changes in the law governing police labor rela-
tions to facilitate rank-and-file support of the kinds of transparency, accounta-
bility, and constitutional policing practices that police reformers have been
advocating for at least a generation. We propose a limited form of minority
union bargaining—a reform that has been advocated in other contexts by both
the political left and the political right at various points in recent history—to
create an institutional structure enabling diverse representatives of police rank-
and-file to meet and confer with police management over policing practices.
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A major law and policy debate shaping the contemporary land-
scape of racial inequality today concerns police, whom critics assail as
a major source of racial inequity and whose unions are said to be the
major obstacle to reform. Critics often cite a recent instance in which
a police officer who engaged in appalling misconduct escapes firing or
discipline through the intervention of a union or by invoking a statu-
tory or contractual job protection. The many recent instances of police
killing civilians—when Darren Wilson shot Michael Brown in Fergu-
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son, Missouri,! or when Daniel Pantaleo choked Eric Garner to death
on a Staten Island street,> or when Baltimore police officers killed
Freddie Gray while driving him to jail,?> or when Peter Liang shot Akai
Gurley in the stairwell of a New York apartment building,* or when
Jeronimo Yanez shot Philando Castile during a traffic stop in subur-
ban St. Paul,’ or when Jeffrey Cook and Omar Thyme shot Alexia
Christian in the back of an Atlanta police car,® or when five police
officers shot and killed Kisha Michael in her car while she was uncon-
scious’—have sparked calls to fire and prosecute the officers involved,
and outrage at the difficulty and delays in doing so and at the union’s
resistance to summary discipline. People rightly wonder why the
union conceives of its obligation as protecting cops who appear to
have engaged in clear misconduct rather than protecting the interests
of “good” ones by allowing “bad” ones to be disciplined, fired, or
prosecuted. Under this analysis, public employee unions are a major
impediment to the kinds of reforms that would eliminate pervasive
racism toward people of color and the urban poor.®

For their part, many rank-and-file police officers see the union as
an important protection against endemic arbitrariness in discipline. As

1 Larry Buchanan et al., What Happened in Ferguson?, N.Y. TimeEs: Q&A (Aug. 10,
2015), http://www.nytimes.com/interactive/2014/08/13/us/ferguson-missouri-town-under-siege-af
ter-police-shooting.html.

2 Joseph Goldstein & Marc Santora, Staten Island Man Died from Chokehold During
Arrest, Autopsy Finds, N.Y. TIMEs (Aug. 1, 2014), https://www.nytimes.com/2014/08/02/nyregion/
staten-island-man-died-from-officers-chokehold-autopsy-finds.html?smid=pl-share.

3 Joshua Barajas, Freddie Gray’s Death Ruled a Homicide, PBS NEwsHour: THE Run-
powN (May 1, 2015, 1:50 PM), http://www.pbs.org/newshour/rundown/freddie-grays-death-
ruled-homicide/.

4 Pervaiz Shallwani & Thomas MacMillan, NYPD Officer Pleads Not Guilty in Shooting
Death of Unarmed Man, WaLL St. J. (Feb. 11, 2015, 9:10 PM), http://www.wsj.com/articles/nypd-
officer-surrenders-after-indictment-in-death-of-unarmed-man-1423668909.

5 Camila Domonoske & Bill Chappell, Minnesota Governor Calls Traffic Stop Shooting
‘Absolutely Appalling at All Levels, NPR: THE Two-Way (July 7, 2016, 7:19 AM), http://
www.npr.org/sections/thetwo-way/2016/07/07/485066807/police-stop-ends-in-black-mans-death-
aftermath-is-livestreamed-online-video.

6 Christian Boone, No Charges for Officers Who Shot Woman in Back of Patrol Car,
ATtLANTA J.-Const. (July 15, 2016, 9:07 PM), http://www.myajc.com/news/crime—law/charges-
for-officers-who-shot-woman-back-patrol-car/V519PgmXsxe48f9cmhwuqL/.

7 Angel Jennings, A Mother Was Fatally Shot 13 Times in Inglewood. But the Police
Watchdog Group Has Barely Even Met, L.A. Times (Oct. 17, 2016, 4:05 AM), http://
www.latimes.com/local/lanow/la-me-inglewood-police-oversight-20160906-snap-story.html.

8 Similar criticisms have been leveled at teachers’ unions, and for similar reasons. See
generally Daniel M. Rosenthal, Public Sector Collective Bargaining, Majoritarianism, and Re-
form, 91 Or. L. REv. 673 (2013) (describing criticisms of teachers’ unions). We focus on police
unions in this Article, leaving to others to consider the extent to which our analysis and our
proposal might be appropriate for other public sector employees.
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we discuss in Part II, police union leaders believe they are legally and
morally obliged to advocate for their members, including those ac-
cused of misconduct, and to resist efforts to strengthen the power of
management to discipline officers. In part because union leaders are
elected by the membership, many are reluctant to publicly question
the legality of their members’ behavior, and some dismiss criticisms as
reflecting anti-police attitudes. If police union officials have any pri-
vate reservations, they feel constrained by their role to remain pub-
licly silent, at the very least, and often describe criminal punishment of
officers who kill as being politically motivated efforts to scapegoat in-
dividual officers for systemic problems.’ In their view, what appears to
outsiders to be egregious police violence is in fact a justifiable reaction
to dangerous suspects, bad management, and difficult working condi-
tions, and the union’s role is to protect hard-working officers from a
witch hunt so that officers can protect the public.

In-depth investigations of police departments in the wake of
highly publicized incidents of police violence since 2012 provide sup-
port for the views of both police union critics and police union leaders.
For instance, in January 2017, the Department of Justice (“DOJ”) is-
sued a scathing report (“DOJ Chicago Report”) finding, among other
things, that the Chicago Police Department (“CPD”) engaged in a
pattern and practice of unreasonable uses of force, and that “there is
no meaningful, systemic accountability for officers who use force in
violation of the law or CPD policy.”'° In part, these accountability
failures are due to collective bargaining agreements between the city
and the unions that contain provisions impeding the investigation of
alleged police misconduct.'! However, the DOJ concluded that the
CPD bears some responsibility for these accountability failures.
Among other things, the DOJ Chicago Report states that the con-
tracts allow CPD to override some of the problematic contract provi-
sions, but management rarely does so.'2

9 See Henrick Karoliszyn, Solidarity in Blue, CrRime Rep. (Feb. 22, 2016), http://
thecrimereport.org/2016/02/22/solidarity-in-blue/; see also Jacob Fischler, Police Union Expresses
Frustration Over Labor’s Response to Ferguson, Eric Garner, BuzzFEep News (Dec. 10, 2014,
10:50 AM), https://www.buzzfeed.com/jacobfischler/police-union-expresses-frustration-over-la
bors-response-to-f?utm_term=.np51r4WXq#.ilQlq3d0x.

10 CrviL RigaTs Div. & U.S. AtrorNEY’S OFFICE N. Dist. oF ILL., U.S. DEP’T OF JUs-
TICE, INVESTIGATION OF THE CHICAGO PoOLICE DEPARTMENT 7 (2017), https://www justice.gov/
opa/file/925846/download [hereinafter DOJ CHi. Rep.].

11 ]d. at 47.

12 Id.
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The August 2016 report of the DOJ, Investigation of the Balti-
more City Police Department (“DOJ Baltimore Report”), faults both
the rank-and-file and supervisors for the pattern of unconstitutional
stops, searches, arrests, and excessive force, the “severe and unjusti-
fied” racial disparities harming African Americans, and retaliation
against civilians and police officers who speak out about abuses.!* The
DOJ Baltimore Report criticizes certain statutory and contractual job
protections, which police unions fought hard to attain and vigorously
defend, but it also describes shocking incidents of managerial neglect
and retaliation of the sort that prompt employees to join and defend
unions in the first place.'* Although the DOJ Baltimore Report takes
no position on that city’s police union, as we explain below in Section
IL.LB.1, past DOJ civil rights interventions and consent decrees have
encountered unions as obstacles to implementation of reform. Many
proposed reforms entail creating mechanisms of institutionalized co-
operation between rank-and-file and management that unions may be
uniquely capable of delivering. As we argue below in Section II1.B,
such reforms will not succeed if they fail to consider why unions have
not previously advocated such mechanisms or why they might resist
them.

The debates over police unions are part of a larger legal and pol-
icy debate over whether public employee unions are agents of or ob-
stacles to government reform, particularly because local government
employees (including police) are among the most densely unionized in
the country.’s A standard criticism of government employee unions is
that they exercise disproportionate influence in setting government
policy.'® Until the passing of Justice Scalia, the Supreme Court ap-
peared to be on the path to reduce union power,'” and the Court with

13 CrviL Rigats Div., U.S. DEP’T OF JUSTICE, INVESTIGATION OF THE BALTIMORE CITY
PoLice DeparRTMENT 3 (2016), http://civilrights.baltimorecity.gov/sites/default/files/20160810_
DOJ%20BPD %20Report-FINAL.pdf [hereinafter DOJ Bart. REp.].

14 See id. at 146, 152-53. Similarly, the DOJ Chicago Report notes that some of the actions
of CPD management, such as failing to provide information about the criteria for promotions
and failing to provide officers with safe and functional equipment, lower officer morale and
foster officer skepticism. See DOJ CHi. Rep., supra note 10, at 123, 129.

15 In 2015, forty-five percent of local government employees were represented by a union,
as compared to less than eight percent of private sector employees. See BUREAU OF LABOR
StaTistics, U.S. DEP'T oF LABOR, USDL-16-0158, UntoN MEMBERs—2015 tbl.3 (2016), https:/
www.bls.gov/news.release/archives/union2_01282016.pdf.

16 See DANIEL DISALVO, GOVERNMENT AGAINST ITSELF: PuBLIC UNION POWER AND ITS
CONSEQUENCES 4-5 (2015).

17 Five Justices expressed concern during a January 2016 oral argument about the constitu-
tionality of a union security provision in a teachers’ union contract, in part because of the influ-
ence that teachers’ unions exert in setting education policy. See Transcript of Oral Argument at
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Justice Gorsuch is expected to continue down that path.'® Moreover,
legislatures in many states have eliminated the ability of some govern-
ment employees to bargain collectively and narrowed the permissible
subjects of bargaining for those employees who retain union rights at
all, and these reductions in the power of public employee unions are
often described as being necessary to reduce the cost and improve the
quality of government service.!® Concern about the influence of public
employee unions is not confined to the political right, as activists and
scholars have focused criticism on union contractual provisions pro-
tecting officers investigated for excessive use of force.?°

Perhaps no issue has been more controversial in the discussion of

police union responses to allegations of excessive force than statutory
and contractual protections for officers accused of misconduct, as crit-

4,15, 41-42, 45-47, 76, Friedrichs v. Cal. Teachers Ass’n, 136 S. Ct. 1083 (2016) (No. 14-915).
After Justice Scalia died, an equally divided Court affirmed the lower court’s dismissal of the suit
and, therefore, the law remains unchanged. See Friedrichs v. Cal. Teachers Ass’n, 136 S. Ct. 1083
(2016) (per curiam); see also Abood v. Detroit Bd. of Educ., 431 U.S. 209, 227-32 (1977) (af-
firming that public unions may participate in policymaking).

18 Josh Gerstein, What Trump’s Supreme Court Pick Means for the Court, PoLitico (Feb.
1, 2017, 5:05 AM), http://www.politico.com/story/2017/02/trump-supreme-court-gorsuch-234471
(“Perhaps the most certain result of putting Gorsuch on the court is an eventual setback for
public employee unions.”).

19 See MARTIN H. MALIN ET AL., PUBLIC SECTOR EMPLOYMENT: CASES AND MATERIALS
7-20 (3d ed. 2016) (summarizing changes to public sector labor law and gathering sources evalu-
ating need for changes).

20 See, e.g., Stephen Rushin, Police Union Contracts, 66 Duke L.J. 1191, 1239 (2017) (ar-
guing that state labor law poses a significant barrier to police reform and proposing that the
public be given a right to participate in collective bargaining over police disciplinary proce-
dures); Rachel A. Harmon, The Problem of Policing, 110 Mich. L. Rev. 761, 799-801 (2012)
(arguing that “[c]ollective bargaining rights deter department-wide changes intended to prevent
constitutional violations” and proposing that scholars attend not only to constitutional law and
civil rights laws regulating policing but also to labor and employment law); Samuel Walker, The
Baltimore Police Union Contract and the Law Enforcement Officers’s Bill of Rights: Impedi-
ments to Accountability (May 2015) (unpublished report), http:/www.aclu-md.org/
uploaded_files/0000/0681/walker_-_baltimore_police_union_contract_report.pdf (arguing that
collective bargaining agreements and law enforcement officers’ bills of rights (“LEOBORs”) are
impediments to police accountability); Black Lives Matter Publishes ‘Campaign Zero’ Plan to
Reduce Police Violence, NPR: ALL THINGS CoNsIDERED (Aug. 26, 2015, 5:42 PM), http://
www.npr.org/2015/08/26/434975505/black-lives-matter-publishes-campaign-zero-plan-to-reduce-
police-violence; see also Developments in the Law—Policing, 128 Harv. L. Rev. 1706 (2015)
(discussing the law regulating policing, but not delving into labor law); Kevin M. Keenan &
Samuel Walker, An Impediment to Police Accountability? An Analysis of Statutory Law Enforce-
ment Officers’ Bills of Rights, 14 B.U. Pus. InT. L.J. 185 (2005). But see Kate Levine, Police
Suspects, 116 Corum. L. Rev. 1197, 1234-35 (2016) (urging that critics are mistaken to advocate
eliminating procedural protections for officers suspected of wrongdoing and instead that the
investigative protections available to officers should be extended to all criminal suspects). Part
III of this Article discusses the points of agreement and disagreement with these scholars.
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ics have assailed such protections and police unions defend them.?!
Police in most states enjoy significantly more procedural and substan-
tive protections against discipline for on-the-job and off-the-job mis-
conduct than do private sector employees. As government employees,
police have constitutional due process rights if, as a matter of state or
local law or practice, they have an expectation of continued employ-
ment sufficient to create a property interest in the job.22 They have
constitutional immunity from use, in a criminal prosecution, of a state-
ment made during an internal administrative investigation when the
officer was compelled to speak, under penalty of job discipline.?* They
also have a limited First Amendment right to be free from retaliation
for political activity off the job, unless the municipality has adopted a
valid, nondiscriminatory law prohibiting partisan political activity.?* In
at least sixteen states, police additionally have statutory rights to cer-
tain procedures in the investigation of misconduct under Law En-
forcement Officers Bills of Rights (“LEOBORs”) as well as civil
service protections in many other states.?> Supplementing these consti-
tutional and statutory protections are police union contracts, which

21 See Keenan & Walker, supra note 20, at 243 (advocating reduction of LEOBOR protec-
tions); Levine, supra note 20, at 1235 (advocating extending LEOBOR protections to all sus-
pects); Jonah Newman, Can Chicago Take on Police Union Contracts This Year?, Cui. Rep. (Jan.
9, 2017), http://chicagoreporter.com/can-chicago-take-on-police-union-contracts-this-year/.

22 See Cleveland Bd. of Educ. v. Loudermill, 470 U.S. 532, 540-41 (1985) (public employee
with property interest in employment who faces disciplinary discharge is entitled to pre-termina-
tion and post-termination procedural protections); Bishop v. Wood, 426 U.S. 341, 343-44 (1976)
(observing, in case involving discipline of police officer, that “[a] property interest in employ-
ment can, of course, be created by ordinance, or by an implied contract”); Perry v. Sindermann,
408 U.S. 593, 602-03 (1972) (junior college professor had a right to claim a property interest in
continued employment even in absence of a tenure system because the faculty guide created an
expectation of tenure).

23 See Garrity v. New Jersey, 385 U.S. 493, 500 (1967); see also Steven D. Clymer, Com-
pelled Statements from Police Officers and Garrity Immunity, 76 N.Y.U. L. Rev. 1309, 1312
(2001) (noting that many courts find such statements to be “the equivalent of formally immu-
nized testimony” under Garrity).

24 See Heffernan v. City of Paterson, 136 S. Ct. 1412, 1417-19 (2016); cf. U.S. Civil Serv.
Comm’n v. Nat’l Ass’n of Letter Carriers, 413 U.S. 548, 556 (1973) (reaffirming the constitution-
ality of laws limiting certain political activities of federal employees).

25 See, e.g., ArRiz. REv. STAT. ANN. §§ 38-1101 to 38-1104 (2015); CaL. Gov’'t CopE
§§ 3301-3311 (West 2010); DeL. CobE ANN. tit. 11, §§ 9200-9209 (2015); FLa. StaT. § 112.532
(2016); 50 ILL. Comp. STAT. ANN. 725/3 (West 2014); Ky. REv. STAT. ANN. § 15.520 (West 2010);
Mpb. CopE ANN., PuB. SAFETY § 3-104 (LexisNexis 2011); MinN. StaT. § 626.89 (2014); NEV.
REvV. STAT. ANN. § 289.060 (LexisNexis 2013); N.M. Stat. Ann. § 29-14-4 (2013); 42 R.1. GEN.
Laws § 42-28.6-2 (2007); Tex. Loc. Gov’t Cope ANN. §§ 143.051, 143.123 (West 2008); V.
CobpE ANN. § 9.1-501 (2012); W. Va. CopE ANN. § 8-14A-2 (LexisNexis 2012).
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contain additional procedural and substantive protections against
discipline.?®

The public controversy gives new urgency to consideration of the
role of police unions in promoting or thwarting police reform.?” Schol-
ars of policing have debated police professionalization and community
policing, and have discussed the relationship between policing and de-
mocracy, but have, as police scholar Samuel Walker put it, “seriously
neglected” police unions.?® The substantial social science literature on
policing and police unions has rarely engaged with public sector labor
law, other than to note that collective bargaining rights are positively
correlated with increased compensation and job protections.?® Al-
though labor law provides important opportunities for and constraints
on organizational change in police departments,*® police unions and
police union contractual protections have been neglected in labor law
scholarship.3' A particular concern of labor law has been whether and
how unionization can improve the quality of work for the benefit of

26 See infra Section 1.C.2.

27 See Rushin, supra note 20, at 1198; Seth W. Stoughton, The Incidental Regulation of
Policing, 98 MInN. L. Rev. 2179, 2205-17 (2014). Law professor David Sklansky and criminolo-
gist Samuel Walker have published their works on police unions in policing journals, but few
other scholars’ works on police unions have appeared in law reviews. See, e.g., Monique Marks
& David Sklansky, Introduction: The Role of the Ranks and File and Police Unions in Police
Reform, 18 POLICING AND Soc’y 1 (2008), reprinted in PoLicE REFORM FROM THE BotrTroMm Up 1
(Monique Marks & David Sklanksy eds., 2012) (a reproduction of special issues of two journals:
PoLice Prac. & REs., May 2008, and 18 PoLICING AND SocC’y, no. 1, 2008); Samuel Walker, The
Neglect of Police Unions: Exploring One of the Most Important Areas of American Policing,
Porice Prac. & REs., May 2008, at 95, reprinted in PoLicE REFORM FROM THE BoTtTtom Up,
supra, at 88; c¢f. Harmon, supra note 20 (published in the Michigan Law Review).

28 Samuel Walker, The Neglect of Police Unions: Exploring One of the Most Important
Areas of American Policing, PoLicE Prac. & REes., May 2008, at 95, 95 (noting that although
police chiefs and civil rights activists “frequently allege that the police union prevents the fair
and thorough investigation of officer misconduct and the proper discipline of officers who have
in fact engaged in improper activity[,] [s]ocial scientists should not take these allegations at face
value, since they are made by persons with a direct interest in the issues involved”). As noted
above, see supra note 20, very recently legal scholars have begun to examine certain aspects of
police labor and employment relations, but this Article is the only law review piece that system-
atically studies the role of police unions as institutions.

29 See, e.g., Brigham R. Frandsen, The Effects of Collective Bargaining Rights on Public
Employee Compensation: Evidence from Teachers, Firefighters, and Police, 69 ILR REv. 84, 85
(2016).

30 As Stephen Rushin says in his analysis of police union contracts, legal scholars have
only recently discussed the impact of labor and employment law on police behavior. Rushin,
supra note 20, at 1198.

31 Until Rushin, supra note 20, the only content analysis of police union contracts was a
1992 content analysis of 328 contracts. David L. Carter & Allen D. Sapp, A Comparative Analy-
sis of Clauses in Police Collective Bargaining Agreements as Indicators of Change in Labor Rela-
tions, 12 Am. J. PoLICE, no. 2, 1993, at 17, 19.



720 THE GEORGE WASHINGTON LAW REVIEW [Vol. 85:712

consumers of goods and services while simultaneously protecting the
dignity and standard of living of workers.>> But more work remains to
be done in thinking about police unions and public sector labor law as
offering leverage or resistance to change. In short, although there is a
general scholarly consensus that police unions play an important role
in policing and politics, there is no agreement concerning their proper
role, and there has been almost no sustained analysis of the role they
might play in police reform.** The scholarly deficit has substantial
public policy consequences, as groups ranging from Black Lives Mat-
ter to the U.S. DOJ are proposing legal changes that will require the
cooperation of police labor organizations to implement notwithstand-
ing a long history of police rank-and-file resistance to imposition of
reforms without their input.?*

In public policy debates and in the nascent legal scholarship on
policing in the wake of the recent spate of police violence that
spawned the Black Lives Matter movement, many have advocated re-
stricting the job protections for police officers in order to facilitate the
detection and punishment of criminal police violence. Reform is es-
sential. But reform will not be accomplished simply by eliminating job
protections, even if that were politically feasible. Without support
from unions and some police rank-and-file, the kinds of reforms that
are now being proposed—e.g., public involvement in union-manage-
ment negotiation of disciplinary procedures®—are unlikely to be en-
acted or implemented. Rather, police need to be involved in
improving police practices, and that involvement requires the cooper-
ation of some kind of police labor representative.

This Article explains how public sector labor law might be
changed to enable activists outside of police departments to find allies
within police departments to support reforms. It does not propose
specific policy reforms about policing. Rather, it proposes structural
reform to police union representation and the duty to meet and confer
in order to enable policy reforms to be adopted and, importantly, im-
plemented. In particular, this Article proposes that state public sector

32 Frandsen, supra note 29, at 84-85.

33 George L. Kelling & Robert B. Kliesmet, Police Unions, Police Culture, and Police
Abuse of Force, in PoLicE VIOLENCE 191, 192 (William A. Geller & Hans Toch eds., 1996).

34 See, e.g., A Vision for Black Lives: Policy Demands for Black Power, Freedom, & Jus-
tice, MOVEMENT FOR Brack Lives, https://policy.m4bl.org/wp-content/uploads/2016/07/Comm
ControlofLawEnforcement-OnePager.pdf (last visited Mar. 19, 2017); PRESIDENT’S Task FORCE
oN 21st CENTURY PoLICING, FINAL REPORT OF THE PRESIDENT’S TAask FORCE oN 21sT CEN-
TURY PoLicING (2015), https://cops.usdoj.gov/pdf/taskforce/taskforce_finalreport.pdf.

35 See, e.g., Rushin, supra note 20, at 1199.
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labor law be amended to require police departments to meet and con-
fer with labor representatives other than the certified police union.
This modified form of minority union bargaining would, ideally, en-
able the minority of officers in a department who favor reform to dis-
cuss police practices even if the majority union prefers not to, or is
legally prohibited from, negotiating over those practices. The minority
union could be any organization the officers choose to represent them.
It might be an existing police officers’ affinity group (e.g., the local or
national Black, Latino, women’s or other officers’ association), or a
Black Lives Matter chapter, or any other group whom a significant
number of officers in a department select. The scope of the duty to
confer would encompass topics that are not mandatory subjects of
bargaining under most state’s labor law, including use of force, polic-
ing techniques, and community relations. The minority union would
have no authority to modify the terms of the collective bargaining
agreement negotiated by the majority union. The point of minority
union bargaining would be to give the rank-and-file a voice in policing
policy without undermining the economic and other terms that man-
agement negotiated with the majority union.’® A limited form of mi-
nority union bargaining—a reform that has been advocated in other
contexts by both the political left and the political right at various
points in recent history—would create an institutional structure ena-
bling diverse representatives of police rank-and-file to meet and con-
fer with police management over policing practices. Although it might
weaken the power of the majority union, as any form of minority- or
dual-unionism necessarily does, it would facilitate rank-and-file sup-
port of the kinds of transparency, accountability, and constitutional
policing practices that police reformers have been advocating for at
least a generation.

Part 1 explores the structure and functioning of police depart-
ments and the evolution of police unions as a response to a hierarchi-
cal and autocratic command structure. Part II examines how and why
police unions have been obstacles to reform, focusing on union de-
fense of protections for officers accused of misconduct. Part III de-
scribes and analyzes fifty years’ worth of instances in which cities have
implemented reforms to reduce police violence and improve police-
community relations. All of the proposed reforms involved the coop-
eration of the rank-and-file, and many involved active cooperation
with the union. Part IV proposes relatively straightforward changes in

36 The specifics of the proposal are laid out in Part IV.
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the law governing police labor relations to implement the proposed
form of minority-unionism.

I. PoLicE DEPARTMENTS AND PoLICE UNIONS
A. The Structure of Police Departments and Police Labor Relations

Across the nation, there are approximately 18,000 police agencies
which together employ more than 1.1 million people, 750,000 of whom
are sworn officers.?” Although many small or rural departments do not
have unions, most large urban police departments are unionized.
The total number of unionized officers is unknown and unions differ
in their structure, priorities, and degree of activity.*

Police departments are hierarchical, with a chain of command as
in the military* and a sharp division between the leadership and the
rank-and-file.#* The top command, consisting of the police commis-
sioner and the various chiefs,* is responsible for official policymaking
within the organization.** Typically, they have very little personal con-
tact with the rank-and-file,** perhaps in part due to the long-dominant
belief among police management scholars that police departments are

37 Karoliszyn, supra note 9.

38 See id. For a description of the wide variety of policing organizations that exist, see
PETER K. MANNING, POLICING CONTINGENCIES 43-45 (2003).

39 Karoliszyn, supra note 9; see also Colleen Kadleck, Police Employee Organizations, 26
Povricing 341, 345 (2003) (using a national sample of police employee organizations, explores
the variety in their structure, membership and perspectives on labor relations).

40 David Alan Sklansky, Not Your Father’s Police Department: Making Sense of the New
Demographics of Law Enforcement, 96 J. CRim. L. & CriMINOLOGY 1209, 1209 (2006); see also
EGonN BITTNER, AsPECTS OF PoLICE WoORK 25 (1990); Marks & Sklansky, supra note 27, at 1, 3.
This structure is a historical accident having do with the origins of the modern police in England.
See JEroME H. Skornick & James J. FyFe, ABoveE THE Law 116-17 (1993).

41 See SkoLNICK & FYFE, supra note 40, at 117-18; Peter K. Manning, A Dialectic of Or-
ganisational and Occupational Culture, in PoLicE OccupaTiONAL CULTURE 47, 47 (Megan
O’Neill et al. eds., 2007). This command structure is the result of one of the three different eras
of police reform. See George L. Kelling & Mark H. Moore, The Evolving Strategy of Policing, in
CommuNITY POLICING 96, 97-114 (Willard M. Olivier ed., 2000). In Seattle, for example, the
chain of command is as follows: Chief of Police, Deputy Chief, Assistant Chief, Captain, Lieu-
tenant, Sergeant, then officers and detectives. Department Fact Sheet, SEATTLE PoLicE DEpP’T,
http://www.seattle.gov/police/about-us/about-the-department/department-fact-sheet (last visited
Apr. 1, 2017).

42 See Manning, supra note 41, at 70 (“[The top command] is composed of officers above
the rank of superintendent (or commander) including chief, and deputy chief or assistant
chief.”). Detectives are typically considered a separate group from patrol officers and have a
higher status. See id. at 64; see also Wesley Skogan, Why Reforms Fail, in POLICE REFORM FROM
THE Bortom Up, supra note 27, at 144, 148.

43 See Manning, supra note 41, at 70.

44 See id. at 64.
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best organized with “strong, top-down management.”*> Middle man-
agement consists of captains, lieutenants, sergeants, and other
equivalent positions.*¢ Sergeants make up the lowest level of manage-
ment and serve as the direct supervisors of the rank-and-file.*” Given
their placement in the management structure, sergeants often are al-
igned more closely with the rank-and-file than with top command.*
The bulk of the department consists of the rank-and-file, who sit at
the bottom of the organizational pyramid.** At any given time, over
sixty percent of officers within a department are in the patrol divi-
sion.’® Most will remain at this rank for their entire careers.”® This
hierarchy has important implications for unions, we argue, because
officers turn to unions to protect their interests since they otherwise
have little voice in the operation of the department.

Under the prevailing quasi-military style of police department or-
ganization, management seeks to maintain a high level of internal dis-
cipline and strict rank-and-file obedience to rules and policies.”> The
prevailing belief is that the rank-and-file must be strictly controlled
and monitored in order to ensure compliance.* Police managers
“worry about laziness, corruption, racial profiling, and excessive force,
and they do not trust rank-and-file officers on any of those dimen-
sions.”’* “In the face of continued scandals and charges of inequity,

45 Marks & Sklansky, supra note 27, at 1.

46 See Manning, supra note 41, at 69 (observing that middle management consists of the
“sergeant, lieutenant, inspector, chief inspector and superintendent or their equivalents” who
are “[s]ymbolically located between command and other officers”).

47 See Skogan, supra note 42, at 146.

48 See Manning, supra note 41, at 63, 67. In fact, sometimes sergeants are considered part
of the rank-and-file. See David H. Bayley, Police Reform: Who Done It?, in PoLICE REFORM
FROM THE Botrtom Up, supra note 27, at 16, 23.

49 See Manning, supra note 41, at 63. Unless otherwise noted, the discussion of the rank-
and-file excludes detectives.

50 Id. at 63.

51 Id. at 54.

52 See BITTNER, supra note 40, at 137; MANNING, supra note 38, at 49; Eugene A. Paoline
11, Taking Stock: Toward a Richer Understanding of Police Culture, 31 J. Crim. JusT. 199, 203
(2003) (“Uniformity in appearance, attitude, and behavior, as well as strict adherence to rules
and procedures, is expected of all recruits.”); David N. Allen, Police Supervision on the Street:
An Analysis of Supervisor/Officer Interaction During the Shift, 10 J. Crim. Just. 91, 92 (1982)
(noting the strict and unquestioning obedience required of the rank-and-file).

53 Erwin Chemerinsky, An Independent Analysis of the Los Angeles Police Department’s
Board of Inquiry Report on the Rampart Scandal, 34 Loy. L.A. L. REv. 545, 565 (2001); Wesley
G. Skogan & Tracey L. Meares, Lawful Policing, 593 ANNaLs AM. Acap. PoL. & Soc. Scr. 66,
67 (2004) (“The organization under which officers work struggles to keep control of its field
force.”).

54 Skogan, supra note 42, at 145; see also George L. Kelling et al., Police Accountability
and Community Policing, in CommUNITY POLICING, supra note 41, at 269, 269-70 (“Police chiefs
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police administrators tend to maintain an almost phobic preoccupa-
tion with accountability and conformity.”>>

Although management focuses intensely on control and conform-
ity with policy, police work inevitably requires the exercise of discre-
tion.>® The judgment and discretion that most police officers and
management would agree is essential to good policing means that pre-
cise rules cannot always be followed, general rules do not provide
meaningful guidance,” and policies are therefore not consistently en-
forced. Flexibility opens the door to arbitrariness and discrimination.
This is one reason why the relationship between line officers and man-
agement has been described as one “dominated by a feeling of uncer-
tainty.”’® Rank-and-file officers fear punitive enforcement of policy
and often perceive management as being “not on the level,”*® using
rules primarily to blame them when things go wrong.®

Rank-and-file officers in many departments do not trust manage-
ment to mete out discipline fairly. In Los Angeles, for example, in
2001, the Police Protective League, the Los Angeles Police Depart-
ment (“LAPD?”) officers’ union, requested that law professor Erwin
Chemerinsky and a group of civil rights lawyers investigate a major
scandal in the Rampart Division.® The League did not trust the
LAPD to conduct a fair and thorough investigation and feared the
union and some officers might be scapegoated for a corruption scan-
dal that they thought was a symptom of a larger problem. Professor

continually worry about abuse of authority . . . . As a consequence, it is not surprising that police
leaders have developed organizational mechanisms of control that seek to ensure police account-
ability to both the law and the policies and procedures of police departments.”); Hans Toch,
Police Officers as Change Agents in Police Reform, 18 PoLicinGg & Soc’y 60, 63 (2008) (noting
that management wonders: “Can we really trust those bums to be honest and law-abiding . . . and
dedicated?”).

55 Todd Wuestewald & Brigitte Steinheider, Shared Leadership: Can Empowerment Work
in Police Organizations?, PoLicE CHIEF, Jan. 2006, at 48, 49, http://www.policechiefmagazine.org
/magazine/index.cfm?fuseaction=print_display&article_id=789&issue_id=12006. Of course,
there are important exceptions. See, e.g., DOJ CH1. REp., supra note 10, at 105 (noting deficien-
cies in supervisors providing accountability).

56 Wuestewald & Steinheider, supra note 55, at 51.

57 Skornick & FYFE, supra note 40, at 120-21.

58 Paoline, supra note 52, at 201.

59 Skornick & FYFE, supra note 40, at 121.

60 [d. at 120-21. Sociologist Egon Bittner terms this the “legality” problem. See BITTNER,
supra note 40, at 350-52; see also MicHAEL K. BROWN, WORKING THE STREET 9 (1981) (noting
that patrol officers “must cope not only with the terror of an often hostile and unpredictable
citizenry, but also with a hostile—even tyrannical—and unpredictable bureaucracy”); Malcolm
K. Sparrow, Implementing Community Policing, in COMMUNITY POLICING, supra note 41, at 172,
177.

61 Chemerinsky, supra note 53, at 547-49.
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Chemerinsky’s analysis of the LAPD’s report on the Rampart Divi-
sion found that “virtually everyone, except the Chief of Police and the
Board of Inquiry, is dissatisfied with the current disciplinary sys-
tem.”%2 Concerns included perceptions that the chief controlled the
system and used it to protect command staff and persecute
whistleblowers and minority officers.®* Nearly fifteen years later, simi-
lar perceptions persist. In 2014, an overwhelming number of LAPD
rank-and-file officers still believed that management’s disciplinary de-
cisions “revolved around an officer’s rank and whether he or she was
well liked by their superiors in the department. [Officers believed that
clommand-level officers routinely received slaps on the wrist or no
punishment, while lower-ranking officers were suspended for similar
misconduct . . . .”®* Similarly, in 2016, the DOJ found that the Balti-
more Police Department failed to apply discipline consistently:
“Throughout our interviews and ride-alongs with officers, we heard
officers express that discipline is only imposed if an incident makes it
into the press or if you were on the wrong side of a supervisor, not
because of the magnitude of the misconduct.”®

Empirical studies of police stress find that the indignities of poor
employment practices—“arbitrary decision making, poor working
conditions,” feeling lack of support from supervisors—cause more
stress to officers than “witnessing injuries, deaths or other potentially
traumatic events” involving police work.®® Recent commentary on po-
lice legitimacy noted this and, giving the example of New York police
officers who were disciplined and publicly reprimanded for playing
football with youngsters at a Fourth of July celebration at a low-in-
come housing project, observed that police officers “react to arbitrary
power in the same way that citizens do when they are policed: with

62 Id. at 598.

63 Id.

64 Joel Rubin & Jack Leonard, LAPD Survey in Wake of Dorner Rampage Finds Bias
Complaints, L.A. Times (Nov. 13, 2014, 11:16 PM), http://www.latimes.com/local/california/la-
me-lapd-dorner-20141114-story.html; see also Robin Abcarian, She’s the Mom of Four Black
Men, a Former L.A. Cop and a Major Skeptic of ‘Justifiable’ Police Shootings, L.A. Times (July
18, 2016, 3:00 AM), http://www.latimes.com/local/abcarian/la-me-abcarian-cheryl-dorsey-2016
0718-snap-story.html (“The Dorner tragedy, by the way, also occasioned a spasm of self-reflec-
tion in the LAPD. Chief Charlie Beck surveyed his troops and discovered a widespread percep-
tion that the LAPD dispensed discipline unfairly, based on skin color, rank and nepotism.”).

65 DOJ Bavt. REP., supra note 13, at 147.

66 Jeffrey Fagan et al, Street Stops and Police Legitimacy in New York, in COMPARING THE
DEMOCRATIC GOVERNANCE OF POLICE INTELLIGENCE 203, 219 (Thierry Delpeuch & Jacqueline
E. Ross eds., 2016) (citing Akiva M. Liberman et al., Routine Occupational Stress and Psycholog-
ical Distress in Police, 25 PoLICING 421, 423, 432 (2002)).
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ambivalence about the institution, and resistance or hostility toward

the rules of that institution.”®” As one policing scholar observed,
Officers come to find out that when they are recognized it is
usually for something that they have done wrong (procedur-
ally), rather than for something they have done well (sub-
stantively). . . . [O]fficers are constrained, working within an
organization that demands that all problems be handled on
the street with efficiency and certainty, yet held to excessive
scrutiny by “watchful administrators” at a later date.®

In sum, police scholars note that rank-and-file officers often per-
ceive their departments “as a mock bureaucracy, capricious, unpre-
dictable and punitive, rather than democratic and fair.”®® Although
the reality is that both management and the rank-and-file understand
that rules cannot guide their behavior in all instances, any violation,
no matter how small, can still result in punishment.” Thus, the rank-
and-file views management’s fixation on rule-following in the face of
these contradictions as illegitimate.” The result is that management
officers “are perceived as mere disciplinarians” and “are often viewed
by the line personnel with distrust and even contempt.””? In light of
this focus on control and discipline of rank-and-file officers for con-
duct like playing football with kids that seems desirable or at least
benign, police unions often focus their bargaining and contract en-
forcement efforts toward protecting officers from discipline and arbi-

67 Id.; see also Christopher Robbins, NYPD: Dry-Humping Is OK, but Throwing Football
Is Misconduct, GotHAMIST (Sept. 19, 2011, 1:37 PM), http://gothamist.com/2011/09/19/nypd_dry-
humping_ok_throwing_footba.php.

68 Paoline, supra note 52, at 201 (quoting BROWN, supra note 60, at 80); see also Skogan &
Meares, supra note 53, at 79 (“Traditionally, police management consists of overseeing subordi-
nates until they break a rule in the book and then punishing them. It is essentially negative, with
little in their management kitbag but sanctions for noncompliance; hence, the emphasis on inter-
nal inspections to ensure compliance with rules.”).

69 Manning, supra note 41, at 73; see Paoline, supra note 52, at 204 (“[O]fficers must also
provide protection to one another against supervisors, in the organizational environment, who
>7); Kelling et al., supra note 54, at 277
(noting that officers see discipline as “arbitrary and unjust”).

are often viewed as ‘out to make their jobs difficult.

70 See Chemerinsky, supra note 53, at 565-66; see also Davip H. BAYLEY, POLICE FOR
THE FUTURE 64 (1994) (“Because police officers are almost always at risk of violating some
stricture, management is perceived by police officers as oppressive and quixotic.”); Sparrow,
supra note 60, at 177.

71 Skornick & FyrE, supra note 40, at 122 (“Esprit among police is desirable and neces-
sary, but when coupled with the necessity of routine violations of the rules in order to get the job
done, it delegitimizes everything the brass does.”).

72 BITTNER, supra note 40, at 143-44; see also Chemerinsky, supra note 53, at 565 (relating
being “stunned by the extent of hostility to the Chief of Police and the command staff” within
the LAPD).
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trary work assignments, fighting for compensation, and ensuring
compliance with seniority rules, among other labor interests.”

Although these negative perceptions of management’s motives
could be tempered by contact, rank-and-file officers have few oppor-
tunities to interact with top command outside of the context of pun-
ishment.’* They have little direct communication with top-level
management because the information flow is “almost exclusively
downwards through the chain of command,” and not the opposite.”
This isolation from top command increases the risk of miscommunica-
tion, misunderstandings, and resentment, and it also leads police un-
ions to adopt a highly defensive approach to union-management
relations.”

The rank-and-file’s shared perception that management’s exer-
cises of power are illegitimate, coupled with their isolation from top
command, facilitates the creation of a subculture amongst the rank-
and-file with its own political life that remains largely hidden from
management.”” Amongst the rank-and-file, there is a “rare degree of
camaraderie and group loyalty”7® that is partly the result of having to
confront “unpredictable and punitive supervisory oversight.””® In
short, scholars agree that management and the rank-and-file have

73 See infra Section 1.C.

74 See Manning, supra note 41, at 68. “Very little direct exchange unites [top command]
and officers and this relationship shows the greatest social distance, ambivalence, and animos-
ity.” Id. And, when things go wrong, such as a fatal shooting, top management “in general acts
first and asks questions later.” Id.

75 See BITTNER, supra note 40, at 152; SkorLnick & FyYFE, supra note 40, at 121 (“This
sense of isolation is exacerbated by the difficulty of communicating up and down the rigid chains
of command that characterize the military-style hierarchy.”).

76 See MANNING, supra note 38, at 246 (“The segments of the culture, a response to hierar-
chy, isolation, and information based at the bottom, communicate more within than across, cre-
ating constant misunderstandings and a sense of arbitrary discipline.”); Chemerinsky, supra note
53, at 565 (noting the alienation between the rank-and-file and top command within the LAPD).

77 See BROWN, supra note 60, at 94 (“[H]ierarchical controls . . . increase group solidarity
and loyalty among patrolmen and the dependence of a patrolman upon his immediate peer
group, while exacerbating the ongoing conflict between patrolmen and administrators.”); see
also Paoline, supra note 52, at 200 (“Viewing police culture as an occupational phenomena sug-
gests that officers collectively confront situations that arise in the environments of policing, and
subsequent attitudes, values, and norms that result are in response to those environments.”); cf.
JaMEs C. ScotT, DOMINATION AND THE ARTS OF RESISTANCE 199 (1990) (discussing creation of
forest poaching subculture in face of property rights of others viewed as illegitimate).

78 Skornick & FYFE, supra note 40, at 122; see also Toch, supra note 54, at 61 (“A code of
conduct can evolve in the locker room that appears to tolerate transgressions and discourages
‘snitching’ on peers.”).

79 Paoline, supra note 52, at 201 (emphasis removed).
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their own distinct cultures® and that the relationship between them is
often characterized by “mutual suspicion and mistrust.”s!

As will be explored below in Section I.C, police officers re-
sponded to this kind of hierarchical and punitive supervisory structure
by forming unions. And many police officers are quite dedicated
unionists precisely because they see the union as necessary to protect
their interests in fair process and in having a voice in the workplace.

B.  From Professionalism to Community Policing

The contemporary emphasis on hierarchy and adherence to rules
was the product of mid-twentieth-century reforms that attempted to
combat police corruption by professionalizing police work. In the late
nineteenth century, police were closely tied to their communities,
were under the control of local political machines, engaged in foot
patrols, and often lived in the communities they policed.®? The close
connection to the community and its political machinery was believed
to lead to police corruption.®* To sever police hiring, promotion, and
control from the local political machine, early twentieth-century local
government reformers sought to “professionalize” the police.** Profes-
sionalism did not refer to giving individual rank-and-file officers more
autonomy and discretion.®> Rather, it referred to reducing political in-
fluence over police and improving police efficiency.s¢

A crucial aspect of the professionalism project was to define the
core mission of the police as crime control, thereby insulating officers
from political influence and corruption by distancing them from the
community.®” Once the official function of the police was crime con-

80 See David Alan Sklansky, Seeing Blue: Police Reform, Occupational Culture, and Cogni-
tive Burn-In, in PoLicE OccupaTiONAL CULTURE, supra note 41, at 19, 38 (“An influential study
in the early 1980s argued that ‘management cops’ have their own culture, separate and distinct
from ‘street cop culture.’”); Toch, supra note 54, at 63. See generally BAYLEY, supra note 70, at
66; ELizaBETH REUSS-IaNNI, Two CULTURES OF PoLicING: STREET CoPsS AND MANAGEMENT
Cops (1983).

81 Toch, supra note 54, at 63; see also Sklansky, supra note 80, at 25; Chemerinsky, supra
note 53, at 565.

82 Kelling & Moore, supra note 41, at 98-99.

83 See id. at 100-01.

84 Jd. at 102, 108.

85 Id. at 108.

86 Id. at 103.

87 Kelling & Kliesmet, supra note 33, at 193; Samuel Walker, “Broken Windows” and
Fractured History: The Use and Misuse of History in Recent Police Patrol Analysis, in ComMU-
NITY POLICING, supra note 41, at 326, 328 (“The most professionalized departments, in fact, took
extra measures to de-personalize policing. Frequent rotation of beat assignments was adopted as
a strategy to combat corruption.”).
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trol, departments “move[d] away from crime prevention (except as an
outcome of arrest), peacekeeping, order maintenance, and the provi-
sion of social and emergency services.”s® This, along with the isolation
of officers from citizens that was thought necessary to combat corrup-
tion, contributed to what various scholars characterize as “officer
alienation from the citizens they serve,” officers’ self-conception as
“crime fighters and the ‘thin blue line,”” and “a warrior mentality.”s°

An important goal of the professionalism era was to control rank-
and-file officers, leading to extensive and strict rules to govern their
conduct, increased surveillance and oversight of officers, and reduced
rank-and-file officer discretion.® The control of the rank-and-file did
not end with their work related duties. Police management also at-
tempted to control the personal lives of officers in order to reduce the
opportunities for corruption.”® Officers were prohibited “from living
in the areas they policed, from incurring debts, or from being involved
in businesses in their areas, as well as requir[ed] . . . to declare the
business interests of their families.”” Some departments went even
further to “de-personalize policing” by frequently reassigning patrol
officers to new neighborhoods far removed from the neighborhoods
where officers lived.”® These, and a host of other controls, helped spur
the creation of police unions.*

A new model of policing, known as community policing, emerged
in the late 1970s and early 1980s% to put officers back into relation-

88 Kelling & Kliesmet, supra note 33, at 193; see also Sklansky, supra note 80, at 20, 23.

89 Kelling & Kliesmet, supra note 33, at 203-04.

90 See id. at 193; see also SAMUEL WALKER, THE PoLicE IN AMERICA 14 (2d ed. 1992).
Police reformers viewed officers “as a tightly controlled and inherently limited functionary
whose primary, if not sole, role was nondiscretionary law enforcement.” Kelling & Kliesmet,
supra note 33, at 194 (citing George L. Kelling & James K. “Chips” Stewart, The Evolution of
Contemporary Policing, in LocAL GOVERNMENT POLICE MANAGEMENT 3 (William A. Geller
ed., 3d ed. 1991)). In part, this model of strict control of the rank-and-file was in line with the
Frederick Taylor model for routinizing factory work. Sklansky, supra note 80, at 31. The Taylor-
ism model focuses on top-down control of workers through rigid rules. Wuestewald &
Steinheider, supra note 55, at 49 (“The scientific and bureaucratic management principles of
Frederick Taylor and Max Weber were in vogue and found welcome application in the drive to
professionalize law enforcement.”).

91 See Kelling & Kliesmet, supra note 33, at 195 (citing MaLcoLm K. SPARROW ET AL.,
BeyvonD 911: A NEw ErRA FOR PoLicING 36-37 (1990)); see also Kelling & Moore, supra note
41, at 102 (noting concerns with “separat[ing] police from politics”).

92 Kelling & Kliesmet, supra note 33, at 195 (citing SPARROW ET AL., supra note 91, at
36-37).

93 Walker, supra note 87, at 328.

94 Kelling & Kliesmet, supra note 33, at 195-96.

95 See Scott Lewis et al., Acceptance of Community Policing Among Police Officers and
Police Administrators, 22 POLICING 567, 567-68 (1999); Kelling & Moore, supra note 41, at 109;
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ships with the community and to transform rank-and-file officers into
problem solvers.”® Community policing is a broad concept used to de-
scribe a wide variety of policing approaches.”” Two common themes
among them are that power is pushed to officers at the lower levels of
the organization and that there is increased involvement with the
community.”® Some versions of community policing embrace the idea
that the social work aspects of policing are important,*” and encourage
officers to attempt to determine the root causes of crime and to look
beyond the criminal justice system to solve them.!®® Today, most de-
partments claim that they are engaged in community policing.'* Yet,
police continue to follow professionalism-era practices for a variety of

see also Steve Herbert, ‘Hard Charger’ or ‘Station Queen’? Policing and the Masculinist State, 8
GENDER, PLAcE & CuLTURE 55, 62 (2001).

96 See Seth Stoughton, Law Enforcement’s “Warrior” Problem, 128 Harv. L. Rev. F. 225,
228 (2015). See generally MicHAEL J. PaLmioTTO, COMMUNITY POLICING: A POLICING STRAT-
EGY FOR THE 21sT CENTURY (2000).

97 See generally PaLmiOTTO, supra note 96.

98 Kelling & Moore, supra note 41, at 109-13; see also BUREAU OF JUSTICE ASSISTANCE,
US. Dep't or JusticE, UNDERSTANDING CommunITY Poricing 9 (1994), https://
www.ncjrs.gov/pdffiles/commp.pdf (“In 1979, Herman Goldstein developed and advanced the
concept of ‘problem-oriented policing’” (POP), which encouraged police to begin thinking differ-
ently about their purpose. Goldstein suggested that problem resolution constituted the true, sub-
stantive work of policing and advocated that police identify and address root causes of problems
that lead to repeat calls for service. POP required a move from a reactive, incident-oriented
stance to one that actively addressed the problems that continually drained police resources.”)
(citing Herman Goldstein, Improving Policing: A Problem Oriented Approach, 25 CRIME & DE-
LINQ. 236, 241-43 (1979)); Kelling & Kliesmet, supra note 33, at 202-03.

99 See generally PALMIOTTO, supra note 96; SARA SATINSKY ET AL., HUMAN IMPACT PART-
NERS, STRESS ON THE STREETS (SOS) 17 (2015), http://www.trustnottrauma.org/wp-content/
uploads/2015/12/HIP_Stress-on-the-Streets_FullReport.pdf (“By the 1990s the concepts of com-
munity-oriented policing and problem-solving policing were merged into a form used widely
today that encourages officers to understand and analyze the roots of problems, then to solve
and evaluate them in ways that may include looking beyond the criminal justice system for
solutions.”).

100 L. Song Richardson & Phillip Atiba Goff, Interrogating Racial Violence, 12 Onio St. J.
Crim. L. 115, 143-44 (2014) (citing Herbert, supra note 95, at 63; and Kelling et al., supra note
54, at 270).

101 Wesley G. Skogan, The Promise of Community Policing, in PoLiCE INNOvVATION 27, 27
(David Weisburd & Anthony A. Braga eds., 2006) (“By 2000, a federal survey . . . found that
more than 90 percent of departments in cities over 250,000 in population reported having full-
time, trained community policing officers in the field.” (citation omitted)). However, community
policing involves a number of different practices, including patrolling on foot, or with bikes,
horses, or segways. Id. Some communities “train civilians in citizen police academies, open small
neighborhood storefront offices, conduct surveys to measure community satisfaction, canvass
door-to-door to identify local problems, publish newsletters, conduct drug education projects,
and work with municipal agencies to enforce health and safety regulations.” Id.
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reasons, including the growth in quantitative measures of job perform-
ance and the so-called “War on Drugs.”1

The set of legal and policy changes known as the War on Drugs
sought to eliminate drug sales and use through massive drug arrests
and other proactive policing strategies. As many scholars observed,
the War on Drugs fueled racial disparities in arrest rates and exacer-
bated negative relationships between the police and communities of
color.’** Both community policing and the proactive policing strategies
associated with drug enforcement policy required departments to
gather information in order to analyze problems, and technological
change enabled police departments to collect data and use data analy-
sis in personnel management on an unprecedented scale.'* This had
significant consequences for how police departments managed line of-
ficers and how officers responded.'s

Quantitative measures rapidly became one of the most significant
elements of contemporary evaluation of police officer job perform-
ance. The reliance on counting stops, arrests, and other measures of
law enforcement vigor originated in New York under the leadership of
William Bratton, a proponent of the “broken windows” theory of po-
licing.'¢ The broken windows idea was “that the police could cut
down on serious crimes by making it clear that even the trivial ones
wouldn’t go unpunished.”'” To ensure that the rank-and-file imple-
mented this philosophy, especially in neighborhoods inhabited by in-
digent people of color, the New York Police Department (“NYPD”)

102 See generally STEvE HERBERT, CiTiZENS, Cops, AND POwER 94-109 (2006); Kelling &
Moore, supra note 41, at 97, 101-02.

103 See generally Graham Boyd, Collateral Damage in the War on Drugs, 47 ViLL. L. REv.
839 (2002); Dan Gardner, Civil Liberties Cast Aside in Overzealous Drug War, Cxr. SUN-TIMES,
Feb. 4, 2001, at 30A (recognizing police methods used to prevent drug crimes); Punishment and
Prejudice: Racial Disparities in the War on Drugs, Hum. Rts. Warcu (May 2000), http://
www.hrw.org/reports/2000/usa.

104 See U.S. Der’T oF JusTicE & PoLicE Exec. REsearcH Forum, CompsTAT: ITs ORI-
Gins, EvorurtioN, anp FUuTURE IN Law ENFORCEMENT AGENCIES 2-6 (2013), https:/
www.bja.gov/publications/perf-compstat.pdf [hereinafter DOJ CompsTAT REP.].

105 See PaLmioTtTO, supra note 96, at 174-95. See generally DOJ CompstaT REP., supra
note 104, at 3-8. More recently, predictive policing and other algorithms, Chicago heat lists, and
big data are the new policing technologies. “Yet, an increased reliance today on technology to
analyze and predict problems, in addition to outfitting police with weaponry that creates urban
‘warriors,” can distance police from the communities they serve.” SATINSKY ET AL., supra note
99, at 17.

106 Saki Knafo, A Black Police Officer’s Fight Against the N.Y.P.D., N.Y. TimeEs Mag.
(Feb. 18, 2016), https://www.nytimes.com/2016/02/21/magazine/a-black-police-officers-fight-
against-the-nypd.html; see also DOJ CompsTAT REP., supra note 104, at 3-6.

107 Knafo, supra note 106.
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developed a management system that kept careful track of arrest and
crime statistics throughout the City. The system was called CompStat,
short for “compare statistics.”'*® The sharp decline in the number of
murders in New York in the late 1990s coincided with the adoption of
CompStat, and so cities across the United States embraced it and
hired chiefs and consultants committed to implementing it, with the
result that “most large American cities [now] use some form of
CompStat.”10?

Although some credited CompStat for falling murder and violent
crime rates, by the early 2000s, doubters began to question whether
broken windows policing and the CompStat measure of police work
was the cause and some voiced doubts about the effects it had on po-
lice behavior.''© Eli Silverman, a police-studies professor at John Jay
College of Criminal Justice, who had been an early supporter of
CompStat, had received a number of letters from NYPD officers say-
ing that CompStat was not all that it seemed.'!* Silverman and a fellow
criminologist and retired NYPD captain, John Eterno, set out to study
how the system worked.!?

They surveyed more than 2,000 retired NYPD officers in 2008
and 2012 and found that CompStat had a substantial effect on police
work, but it was not uniformly positive.''*> They learned that during
the CompStat era, officers “were twice as likely as their predecessors
to say that they had been under . . . pressure to increase arrests, and
three times as likely to say” they experienced pressure to issue more
summonses.''* “Most of this activity took place in minority neighbor-
hoods. In predominantly black Bedford-Stuyvesant, Brooklyn, for ex-
ample, officers issued more than 2,000 summonses a year between
2008 and 2011 to people riding their bicycles on the sidewalk,” but “an
average of eight bike tickets a year in predominantly white and nota-
bly bike-friendly Park Slope.”''> The New York Civil Liberties Union
calculated that “between 2001 and 2013, black and Hispanic people

108 Id.

109 [d.

110 Id.

111 Id.

112 [d.

113 Jd.

114 [d. (“In districtwide CompStat meetings, executives interrogated commanders about
their violent-crime statistics. Some commanders tried to protect themselves by underreporting or
reclassifying major crimes. Others tried to show they were being ‘proactive’; invariably this
meant more stops, more summonses, more arrests.”).

115 d.
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were more than four times as likely as whites to receive summonses
for minor violations.”!®

The emphasis on evaluating officers according to arrests, sum-
monses, and stops and frisks had the perhaps unintended consequence
of dissuading officers from using innovative approaches to crime re-
duction, even when the innovations appeared to work. For example,
“instead of praising the officer who developed [a program that ap-
peared to reduce shoplifting], . . . the chief told him to ‘get more num-
bers.””"7 As one officer complained, “You don’t get recognized and
rewarded for helping a homeless person get permanent housing, but
you get recognized for arresting them again and again and again.”!'®

The confluence of CompStat, broken windows policing, and the
War on Drugs not only created increasingly negative relationships be-
tween the police and communities of color, but it also negatively influ-
enced the relationship between the rank-and-file and police
management. CompStat, with the pressure it put on management to
reduce the crime rate, led to management pressure on rank-and-file
officers to perform in ways that could be measured. Management ex-
ercised more control and scrutiny over the daily work behaviors of
rank-and-file officers. And, as discussed below, rank-and-file officers
who expressed dissatisfaction with these practices were threatened
with poor performance evaluations, given unpleasant work assign-
ments, and subjected to involuntary transfers and other negative con-
sequences to their daily work life. For all these reasons, rank-and-file
officers turned to their unions for protection.

C. Police Unions as a Response to Police Management and Police
Department Structure

Police officers today belong to a wide array of organizations to
represent their interests. Although in labor law a union is a member-
ship organization that exists to represent employees for purposes of
collective bargaining over conditions of employment, this Article uses
the term “union” somewhat more loosely to capture the full range of
police labor organizations. Some police unions today are affiliated
with either the Teamsters or the AFL-CIO’s International Union of
Police Associations, and these typically have been certified or recog-
nized as representing all police employees within a bargaining unit.!"®

116 Id.
117 Id.
118 Id.
119 DAvVID ALAN SKLANSKY, DEMOCRACY AND THE PoLick 181, 183 (2008).
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Other independent police unions developed from local benevo-
lent associations, protective leagues, federations, lodges, or interna-
tional police associations, and these are typically not affiliated with
the rest of organized labor in the United States and may or may not
be certified as the exclusive representative of the officers on whose
behalf they negotiate.’?* Some officers also belong to identity-based
police organizations, which sometimes have close relationships to
their civilian counterparts, and these identity or affinity groups do not
have the legal right to bargain collectively on behalf of their members,
as a labor union does, but they may nevertheless play an informal role
in speaking for their members both within the department and pub-
licly.”?* Police unions and identity-based groups within police depart-
ments may jointly take positions on matters of department policy, but
sometimes they compete with each other for rank-and-file support
and solidarity.'??

This section of the Article discusses the history of police unioni-
zation, the web of contractual and statutory terms governing police
working conditions, and the involvement of police unions in the politi-
cal and policymaking process.

1. History of Police Unions

Police officers in many cities began joining unions in the late
nineteenth and early twentieth centuries when workers in every indus-
try unionized, and for the same reasons—to improve pay and working
conditions and to gain some measure of control over their work
lives.'?3 Police in Boston in 1919, for example, worked regular shifts of
between seventy-three and ninety-eight hours a week, “were some-
times required to remain on duty seventeen hours” a day, had to buy
their own uniforms, and did not receive a raise between 1898 and
1913, even though the cost of living had doubled.!>* Station houses
were unsanitary.'>> Supervisors restricted where officers could go on
their scarce free time.'?¢ Equally as important to police officers and
government reformers was the idea that unions might reduce endemic

120 ]d. at 183.

121 Id. at 181.

122 Id.

123 See RoBERT M. FoGELsON, Big-City Porice 193-94, 198-99, 201 (1977); HERVEY A.
Juris & PETER FEUILLE, PoLicE Untonism 15 (1973); MARGARET LEvI, BUREAUCRATIC INSUR-
GENCY 27-56 (1977); JosepH E. SLATER, PuBLIC WORKERS 17 (2004).

124 SLATER, supra note 123, at 24-25.

125 Id.

126 JId.
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corruption in local government.'?” John Commons, the leading labor
economist of the early twentieth century, found that labor organizing
among municipal employees was the leading antidote to political ma-
chines and corruption because they aided reformers in local govern-
ment to set wages, hours, and working conditions without regard to
the personal, economic, and political self-interest of city leaders.'?8

But business and anti-labor groups feared that unionized police
would strike and, more important, would not stop other employees
from striking and picketing. When Boston police formed a union and
affiliated with the American Federation of Labor (“AFL”) in August
1919,'2° the chief of police suspended seventeen union leaders (and
two policemen the chief mistakenly believed were union leaders). In
protest nearly three-quarters of the Boston police walked out the next
day.”*® Violence and looting ensued.’* Governor Calvin Coolidge
called out troopers who, after firing into the crowd killing nine and
wounding twenty-three more, stopped the looting and prevented sup-
port for the striking police from turning into a citywide general
strike.’® The violence caused a panic about strikes by police or any
other government employees, which resulted in the collapse of all
AFL-affiliated police union locals and a huge backlash against govern-
ment employee unions generally and police unions in particular.’>* As
a result, the unionization of government employees that had begun in
the Progressive Era ground to a halt, only to really pick up steam in
the post-World War II period as government employees’ earnings
were outstripped by factory and skilled labor earnings and the growth
of private sector unionization eventually made it seem that govern-
ment employee unions were both desirable and inevitable.'3*

127 See id. at 17.

128 Id. (quoting Joun R. ComMONSs, LABOR AND ADMINISTRATION 111-12 (Augustus M.
Kelley 1964) (1913)).

129 Jd. at 25.

130 [d. at 26.

131 See id. at 13, 27.

132 [d. at 13-14.

133 See id. at 35-37; Juris & FEUILLE, supra note 123, at 16-17. In September 1919, the
Boston Police Commissioner banned the police union, and a strike resulted. Joanne Klein, His-
tory of Police Unions, in 5 ENCYCLOPEDIA OF CRIMINOLOGY AND CRIMINAL JUSTICE 2207, 2211
(Gerben Bruinsma & David Weisburd eds., 2014). President Wilson called the strike a “crime
against civilization,” one that rang of a Bolshevik threat and Communist undertones. See id.
After rioting and looting, all 1,147 strikers were dismissed. SLATER, supra note 123, at 14. This
event stalled the momentum that had been building in other cities to establish police unions. See
id.

134 See Juris & FEUILLE, supra note 123, at 17-18; see also Kelling & Kliesmet, supra note
33, at 196.
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Police officers formed local unions in various cities in the 1940s,
and some police unions affiliated with national labor federations, in-
cluding the American Federation of State, County and Municipal Em-
ployees (“AFSCME”), founded in 1932, and some with the national
federations of police officers, including the Fraternal Order of Police
(“FOP”), founded in 1915.135 States began to enact laws permitting
government employee collective bargaining in the late 1950s. Wiscon-
sin was the first in 1959.1%¢ However, well into the 1960s, police depart-
ments routinely fired officers who attempted to unionize!*” and courts
upheld the power of cities to ban officers from joining unions.'* In the
absence of any legal right to unionize or bargain collectively, govern-
ment employee unions became adept at securing their members’ inter-
ests through political activity and negotiating informal agreements
with public officials.!°

Unions finally succeeded in gaining a lasting foothold in Ameri-
can police departments in the late 1960s, as rank-and-file officers felt
attacked by the civil rights movement’s focus on police brutality and
racism and by federal court decisions limiting police officers’ investi-
gatory and arrest powers.'* Officers also did not have protection
within the department when they were investigated or accused of mis-
conduct and felt they had no way to present grievances to manage-
ment.'*! Furthermore, they feared that civilian review boards would
scapegoat individual rank-and-file officers for practices that manage-
ment encouraged or even required.'# Then, as now, officers believed

135 See A History of the Fraternal Order of Police, FRATERNAL ORD. PoLIcE, https:/
www.fop.net/CmsPage.aspx?id=13 [https://perma.cc/74DV-NTSL] (last visited Mar. 25, 2017);
AFSCME: 75 Years of History, AFSCME, http://www.afscme.org/union/history/afscme-75-years-
of-history [https://perma.cc/9C2R-RTME] (last visited Mar. 25, 2017); see also Juris & FEUILLE,
supra note 123, at 17-18.

136 SLATER, supra note 123, at 9. See id. at 158-92, for a more complete discussion.

137 See FOGELSON, supra note 123, at 193-96; LEvi, supra note 123, at 122-23, 144; see also
Kelling & Kliesmet, supra note 33, at 196. One of the authors, Kliesmet, “was harassed, arrested,
and eventually fired for his union activities while a member of the Milwaukee Police Depart-
ment. (Both the arrest and firing were later overturned.)” Id.

138 E.g., Local 201, AFSCME v. City of Muskegon, 120 N.W.2d 197, 199 (Mich. 1963) (rea-
soning that a police officer cannot join a union because he is “required by law and invariably
becomes a neutralizer in controversies involving the right of public assemblage, neighborhood
disputes, domestic difficulties and strikes, between labor and management” and “his actions in
these instances must be governed by his oath of office”).

139 SLATER, supra note 123, at 96.

140 Keenan & Walker, supra note 20, at 196.

141 Jd. at 196-97.

142 See id. at 196 (quoting Juris & FEUILLE, supra note 123, at 20-21).
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that discipline was meted out only to those who criticized
management.!43

Not surprisingly, unions representing rank-and-file officers nego-
tiated for contractual protections against discipline and lobbied legis-
lators to incorporate these protections in legislation, including
LEOBORs.'* They sought to protect officer autonomy, effectiveness,
and safety by opposing constitutional criminal procedure restrictions
on police conduct and by blocking civilian oversight of police disci-
pline.'*> The legacy of the 1960s is collective bargaining agreements
and LEOBORs, which make it difficult to investigate and punish of-
ficers, and limited civilian oversight, all of which can impede reform
efforts.'#®

2. Elements of Police Union Contracts

Police union contracts contain provisions regarding wages, bene-
fits, and discipline.'*” Police officers, like all government employees,
have statutory and constitutional rights to fair treatment in personnel
decisions.'*® However, police protection exceeds that provided to
workers in other industries. In addition to the rights enjoyed by all
government employees, police officers in at least sixteen states have
special statutory protections from LEOBORSs.'*° And even in states or
cities that have not enacted a LEOBOR, similar provisions are often
included in union contracts.'>

143 Jd. at 196-97 (citing Juris & FEUILLE, supra note 123, at 138). These punishments in-
cluded punitive transfers. Juris & FEUILLE, supra note 123, at 138.

144 See Keenan & Walker, supra note 20, at 206-10 (describing protections of bills of
rights). See generally Levine, supra note 20 (describing LEOBOR protections against interroga-
tion and other investigative techniques commonly used for other people suspected of wrongdo-
ing and arguing that the protections should be extended to all criminal suspects rather than
eliminated for police).

145 See Keenan & Walker, supra note 20, at 186, 189, 190-91.

146 See infra Part II.

147 Adeshina Emmanuel, How Union Contracts Shield Police Departments from DOJ Re-
forms, In THEsE TiMEs (June 21, 2016), http://inthesetimes.com/features/police-killings-union-
contracts.html.

148 Nonprobationary government employees enjoy a constitutional due process right to no-
tice and some form of hearing before being fired from a job. Cf. Bd. of Regents of State Colls. v.
Roth, 408 U.S. 564, 573-74 (1972) (holding that professor on probation was not denied due
process when university did not hold hearing and failed to rehire); Perry v. Sindermann, 408 U.S.
593, 599 (1972) (explaining Roth). However, if an employee does not have an expectation of
continued employment, he is not entitled to due process before termination of the job. Bishop v.
Wood, 426 U.S. 341, 345, 347 (1976) (holding that city police officer held his position at will and
was therefore not entitled to due process before termination).

149 See supra notes 25, 144 and accompanying text.

150 See Levine, supra note 20, at 1224-25, 1224 n.140.
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As a matter of labor law in most states, unions are selected and
govern on a majority rule principle. Under that principle, the union
chosen by the majority of employees in a job classification or depart-
ment, what is generally known as a “bargaining unit,” is the exclusive
representative of all the employees in that unit.’>' The purpose of ma-
jority rule and exclusive representation is to strengthen and legitimize
the employee representative by enabling it to speak with one voice
and to enable the employees, within their union, to agree on priorities
and resolve differences.'s> Law limits the ability of the majority repre-
sentative to sacrifice the interests of the minority by imposing a duty
of fair representation, which requires the union to represent all em-
ployees in the unit fairly and competently and prohibits the union and
its officers from engaging in arbitrary action or invidious discrimina-
tion against individuals or the minority.'s?

When police officers gained the right to unionize and bargain col-
lectively in the 1960s, union leadership embraced the language of pro-
fessionalism that police management and an earlier generation of
police reformers had used, insisting that the purpose of the police was
to control crime.'>* However, police unions responded to the extensive
rules and regulations controlling rank-and-file behavior by negotiating
their own set of rules and regulations to protect rank-and-file officers
from arbitrary exercises of management power.'>> Unions challenged
exercises of managerial prerogative through grievance arbitration, and
protected members’ economic interests and working conditions by ad-
vocating for favorable “wages and benefits; job security; hiring, reten-
tion, promotion, and disciplinary processes; [and] access to ‘good’
jobs, shifts, assignments, [and] overtime.”'% As one labor lawyer
opined, “It is nearly impossible to have a situation in which a creative
police organizer cannot find a rule, regulation, guideline, budget pro-
vision, benefit program rule, or personnel procedure which cannot be
exploited to significantly increase the rights and benefits of working
officers.”157 Professionalism era reforms, with its host of controls, not

151 See generally Clyde Summers, Bargaining in the Government’s Business: Principles and
Politics, 18 U. ToL. L. REv. 265, 269-71 (1987) (explaining the principle of exclusive representa-
tion and questioning certain aspects of its viability).

152 See Emporium Capwell Co. v. W. Addition Cmty. Org., 420 U.S. 50, 62 (1975).

153 See Catherine L. Fisk & Benjamin 1. Sachs, Restoring Equity in Right-to-Work Law, 4
U.C. IrvINE L. REv. 857, 874 (2014).

154 See Kelling & Kliesmet, supra note 33, at 198-99.

155 Id. at 197.

156 Id. at 198.

157 Id. at 197. Unions began to use various rules to exercise “countercontrol,” including
“the Constitution; federal statutes; state statutes and regulations; city ordinances; internal budget
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only helped spur the creation of police unions but also “were directly
responsible for the shape and functions of police unions as well.”!58
Police collective bargaining agreements look in part like the labor
agreements negotiated by a wide range of public and private sector
unions. They contain provisions governing economic terms of employ-
ment, including wages, hours, sickness and vacation leave, pensions,
health insurance, death benefits, and so forth.'s® There are typically
detailed provisions governing overtime compensation, payment when
called to testify, compensation for purchasing uniforms, and the right
to have protective equipment like bullet-proof vests.'® They prohibit
discrimination on the basis of union membership, race, religion, gen-
der, and so on, and generally require just cause for discipline and dis-
charge.'®' They create a grievance process usually culminating in
arbitration.'®® Given the history of rank-and-file concern about arbi-

and personnel regulations and directives; Equal Employment Opportunity rules and affirmative
action plans and court decrees; public disclosure, privacy, and administrative law rules; general
orders; squad or division rules, directives, and guidelines; and personnel records.” Id.

158 Id. at 193-97.

159 Cf., e.g., Salary and Benefits, METROPOLITAN PoLice DEp’T, http:/mpdc.dc.gov/page/
salary-and-benefits (last visited Mar. 22, 2017). Contracts for dozens of police departments were
obtained by public records act requests and made available online. See Police Contracts
Database, CHECKTHEPOLICE.ORG http://www.checkthepolice.org/database/ (last visited Mar. 22,
2017). We downloaded from that site contracts from: Albuquerque, Anaheim, Anchorage, Au-
rora, Austin, Bakersfield, Baltimore, Baton Rouge, Berkeley, Beverly Hills, Boston, Buffalo,
Burbank, Carlsbad, Chandler, Chicago, Chico, Chula Vista, Cincinnati, Cleveland, Columbus,
Corpus Christi, Costa Mesa, Cypress, Dallas, Daly City, Denver, Detroit, District of Columbia
Metro, Duluth, Durham, East Palo Alto, El Paso, Eureka, Fort Wayne, Fremont, Fresno, Glen-
dale, Hayward, Henderson, Hialeah, Honolulu, Houston, Indianapolis, Irvine, Jacksonville,
Jersey City, Kansas City, Laredo, Las Vegas, Lexington, Long Beach, Los Angeles, Los Angeles
County, Louisville, Madison, Memphis, Mesa, Miami, Milwaukee, Minneapolis, Nashville, New
York City, Newark, North Las Vegas, Oakland, Oklahoma City, Omaha, Orlando, Pasadena,
Philadelphia, Phoenix, Pittsburgh, Portland, Redwood City, Reno, Rialto, Richmond (CA), Riv-
erside, Rochester, Sacramento, San Antonio, San Diego, San Francisco, San Jose, San Leandro,
San Mateo, Santa Ana, Santa Barbara, Santa Cruz, Seattle, Spokane, St. Louis, St. Paul, St.
Petersburg, Stockton, Tampa, Toledo, Tucson, Tulsa, and Wichita.

160 See, e.g., Memorandum of Understanding Between the Baltimore City Police Depart-
ment and the Baltimore City Lodge No. 3, Fraternal Order of Police, Inc. Unit I: Fiscal Years
2014-2016 [hereinafter Balt. Police Union Memorandum]; Memorandum of Understanding No.
24 Between the City of Los Angeles and the Los Angeles Police Protective League (2011) [here-
inafter L.A. Police Union Memorandum)].

161 See, e.g., Agreement Between the City of Chicago Department of Police and the Frater-
nal Order of Police Chicago Lodge No. 7 Effective 2012-2017 arts. 8, 10 (describing employee
security and nondiscrimination provisions).

162 See, e.g., Labor Agreement Between the Government of the District of Columbia Met-
ropolitan Police Department and the Fraternal Order of Police MPD Labor Committee: Effec-
tive FY 2004-FY 2008 art. 19; L.A. Police Union Memorandum, supra note 160, arts. 8-10;
Memorandum of Understanding Between the Anaheim Police Association and the City of
Anaheim January 8, 2010-July 7, 2011 art. 55.
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trary management discipline for violations of detailed rules, it is un-
surprising that many union contracts include quite specific provisions
protecting police officers in discipline cases.'®> But union contracts
have little to say about how police officers actually do their job. This is
in part because police unions, like other public and private sector un-
ions in the 1960s, focused on gaining the power to bargain over eco-
nomic issues, promotions, and discipline.!** But it is also because state
legislatures, courts, and public employee relations boards insisted that
it is the province of management to decide the mission and methods
of public work, and the only things on which labor has a right to nego-
tiate are pay, promotion, and protection against discipline.'*> That po-
lice unions adopted a narrow conception of the union’s role in
collaborating with management about policing policy and tactics is not
surprising, given the dominant conception of policing and the business
unionism of the mid-twentieth century. The top-down hierarchy in po-
lice departments allowed for little input by the rank-and-file, and la-
bor law and labor policy excluded employees from meaningful voice
in the goals of the organization.!¢

An example of this hierarchy in practice is the Meyers-Milias-
Brown Act (“MMBA”),'¢7 the California statute governing police la-
bor relations that is relatively typical of state labor relations stat-
utes.'® The scope of the union’s right to negotiate and represent
public employees includes

all matters relating to employment conditions and employer-

employee relations, including, but not limited to, wages,

hours, and other terms and conditions of employment, ex-

163 See, e.g., Balt. Police Union Memorandum, supra note 160, arts. 6, 16; see also Kelling &
Kliesmet, supra note 33, at 199-201.

164 Kelling & Kliesmet, supra note 33, at 197; see also Karoliszyn, supra note 9.

165 See Kelling & Kliesmet, supra note 33, at 198.

166 See id. at 199.

167 Meyers-Milias-Brown Act, 1968 Cal. Stat. 2725 (codified at CaL. Gov’'t CobpE
§§ 3500-3511).

168 More accurately, the MMBA is typical of the subset of state public sector labor statutes
that grant full collective bargaining rights to government employees. Some states (e.g., Virginia
and North Carolina) prohibit public employee bargaining entirely, some (e.g., Wisconsin and
Tennessee) sharply limit it, and some (e.g., Missouri) have a patchwork of rules that leave the
status and functions of public employee unions to the development of local practice. See MALIN
ET AL., supra note 19, at 367-69 (noting that “[a]t the turn of the twenty-first century, there were
more than 110 separate public-sector labor laws”; “[t]wenty-nine states . . . allowed collective
bargaining for all . . . public employees”; thirteen allowed bargaining only for some types of
employees; and eight did not allow any public worker bargaining); Indep.-Nat’l Educ. Ass’n v.
Indep. Sch. Dist., 223 S.W.3d 131, 135-40 (Mo. 2007) (en banc) (detailing Missouri bargaining
rules).
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cept, however, that the scope of representation shall not in-
clude consideration of the merits, necessity, or organization
of any service or activity provided by law or executive
order.'®

The two clauses conflict—read alone, they could respectively “en-
compass practically any conceivable bargaining proposal” or “swallow
the whole provision for collective negotiation and relegate determina-
tion of all labor issues to the city’s discretion.”'”® Even if an em-
ployer’s action or policy has a significant and adverse effect on the
employees’ wages, hours, and working conditions, the employer may
be exempt from the duty to meet and confer with the union if the
subject is the “merits, necessity, or organization” of government ac-
tion.'”" Added in 1968, the limitation on the union’s right to confer
over these matters “was intended to ‘forestall any expansion of the
language of “wages, hours and working conditions” to include more
general managerial policy decisions.’”’!7?

Police officers in California, therefore, are able to bargain for the
right to consult with a union representative or attorney prior to mak-
ing a report concerning any shooting incident involving an officer. In
Long Beach Police Officer Ass’n v. City of Long Beach,'7? the City
Police Chief “issued a directive prohibiting the City’s police officers
who became involved in a shooting from consulting with a representa-
tive of the [association] or an attorney prior to the filing of a written
or oral report concerning such incident” because previous instances
had resulted in interference with the Department’s investigation.!’
The court found the right to consult was a “working condition” under
the collective bargaining agreement rather than a matter reserved for
management which would permit the Department to change practices
without prior written agreement or compliance with statutory meet
and confer procedures.'?s

169 CaL. Gov’'t Copk § 3504 (West, Westlaw through Chapter 791 of 2016 Reg. Sess., Ch. 8
of 2015-2016 2nd Ex. Sess., and all propositions on 2016 ballot).

170 Int’l Ass’n of Fire Fighters, Local 188 v. Pub. Emp’t Relations Bd., 245 P.3d 845, 852
(Cal. 2011) (quoting Fire Fighters Union, Local 1186 v. City of Vallejo, 526 P.2d 971, 976 (Cal.
1974)).

171 Gov’t § 3504; Claremont Police Officer’s Ass’n v. City of Claremont, 139 P.3d 532, 536
(Cal. 2006).

172 Claremont Police Officer’s Ass’n, 139 P.3d at 537 (quoting Fire Fighters Union, Local
1186, 526 P.2d at 976).

173 203 Cal. Rptr. 494 (Ct. App. 1984).
174 Id. at 496.
175 Id. at 504-05.
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However, although a police officer is allowed to have a represen-
tative after a shooting has occurred, policies governing the use of force
before a shooting are not subject to bargaining under the MMBA. In
San Jose Peace Officer’s Ass’n v. City of San Jose,'7¢ a California ap-
pellate court found that the police chief’s issuance of a new policy
governing the use of force without meeting and conferring with the
association did not violate the MMBA. Although a change on the pol-
icy governing a police officer’s ability to “fire at a suspected criminal”
has “some effect” on safety, it is “equally true” that the “use of force
policy is as closely akin to a managerial decision as any decision can
be in running a police department, surpassed only by the decision as
to whether force will be used at all.”*”? According to the court, there
are “few decisions more ‘managerial’ in nature than the one which
involves the conditions under which an entity of the state will permit a
human life to be taken.”'”8

Police unions have been excluded under this law from involve-
ment in certain proceedings of civilian review commissions. In Berke-
ley Police Ass’n v. City of Berkeley,'” Berkeley established, through
an initiative, a civilian police review commission.'®® The function of
the commission was to “provide for community participation in setting
and reviewing police department policies, practices, and procedures
and to provide a means for prompt, impartial and fair investigation of
complaints brought by individuals against the Berkeley Police Depart-
ment.”!8! The chief of police announced that a member of the commis-
sion would attend Department Board of Review hearings during
which bureau reports were discussed, and send a representative of the
Department to each police review commission trial board meeting
who would “take with him a copy of any bureau reports that had been
prepared concerning individuals who were being investigated by the
police review commission and answer questions of commission mem-
bers concerning the department’s position on the complaints.”'$? The
court noted that the police association was fundamentally challenging
the “announced policies” of their chief officer “concerning . . . police-
community relations,” and “[t]hese policies clearly constitute manage-

176 144 Cal. Rptr. 638, 646-47 (Ct. App. 1978).
177 Id. at 645.

178 Id.

179 143 Cal. Rptr. 255 (Ct. App. 1977).

180 [d. at 258.

181 Jd.

182 Jd.
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ment level decisions which are not properly within the scope of union
representation and collective bargaining.”!$?

Although a police association is able to bargain for the right of an
officer to consult with a union representative or attorney prior to
making a report concerning any shooting incident involving the of-
ficer,'s* a police department can prevent officers from “huddling” to-
gether before making reports. In Ass’n for Los Angeles Deputy
Sheriffs v. County of Los Angeles,'s> the Department instituted an
anti-huddling policy, where officers would gather in groups of two or
more with a union representation, “i.e., two or more deputies consult-
ing at the same time with the same legal counsel/labor representa-
tive.”'86 The City created a policy where individuals involved,
including witnesses, could not discuss the shooting amongst them-
selves, but still had the right to meet with counsel individually.'s” The
court found that the revision “had no effect on wages and hours.”'s8 In
contrast, the court found that “the Department’s express objective in
implementing its policy revision was to collect accurate information
regarding deputy-involved shootings. Plainly, the purpose of the pol-
icy revision was to foster greater public trust in the investigatory pro-
cess,” and was a fundamental managerial decision.'®® Finally, in a
recent case, a county’s adoption of a policy to limit a deputy sheriff’s
access the internal investigative file before being interviewed by an
internal affairs investigator was found not to be a working condition
subject to bargaining under the MMBA. 10

While it is understandable that California, like other states, would
want to free police departments from the leverage a union might have
to block reforms through prolonged bargaining and through inclusion
of contract terms that could thwart new policies, the consequence of

183 Jd. at 260.

184 Long Beach Police Officer Ass’n v. City of Long Beach, 203 Cal. Rptr. 494, 504-05 (Ct.
App. 1984).

185 83 Cal. Rptr. 3d 494 (Ct. App. 2008).

186 Id. at 498.

187 Id. at 499-500.

188 Id. at 510.

189 Id.

190 See Ass’n of Orange Cty. Deputy Sheriffs v. County of Orange, 158 Cal. Rptr. 3d 135,
146-47 (Ct. App. 2013) (“The change in practice implemented by the Sheriff’s order, therefore,
... constitutes a fundamental managerial decision, falling within the Department’s ‘freedom to
manage its affairs unrelated to employment.’ The Association does not identify any results from,
or effects of, the Sheriff’s order, which are subject to bargaining.”) (citation omitted) (quoting
Int’l Ass’n of Fire Fighters, Local 188 v. Pub. Emp’t Relations Bd., 245 P.3d 845, 852 (Cal.
2011)).
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the limited duty to bargain has been perverse. If employees and their
union are excluded from participation in policy-setting, they often feel
compelled to oppose new policies for fear that the policy will be im-
plemented punitively or unfairly as a way to discipline rank-and-file
who are unpopular with management.'! In the case of police, as schol-
ars have shown, unions become reflexively opposed to policies when
they cannot participate in policy design, and focus instead simply on
protecting their members from discipline for violating the policy.!?
Thus, both the law and the dominant theory of policing compel union
leadership to focus their attention on rectifying the abuses of manage-
ment: arbitrary dismissals, scheduling, and work assignments; informal
discipline; citation and arrest quotas; cronyism in promotions; and in-
cursions into officers’ personal lives.

3. Police Unions and the Political Process

While police unions adopted a narrow view of labor’s role in set-
ting criminal justice policy in the workplace, apart from officer pay
and discipline, they embraced a broad view of how they could advo-
cate for police officers’ interests as labor. They do not just bargain and
enforce labor agreements; they are involved in electoral politics, in
litigation, and in the media, attacking the restrictions imposed on
them by the Supreme Court, criticizing groups ranging from the Black
Lives Matter movement to the Communist Party to the American
Civil Liberties Union (“ACLU”), and opposing civilian oversight.!®3
And in advocating for police interests as labor to be protected from
civilian intervention and unfair discipline, of course, they did have a
substantial impact on criminal justice policy. That is, although unions
did not contest management efforts to adopt the militarized style of
urban policing instead of a more social service or community-oriented
style, they did demand that officers be protected from discipline when
that harsh style of policing resulted in civilian injuries or deaths. Police

191 See infra Part IV.

192 See infra Part IV.

193 See generally Timothy D. Chandler & Rafael Gely, Protective Service Unions, Political
Activities, and Bargaining Outcomes, 5 J. Pus. ApMIN. REs. & THEORY 295, 312-13 (1995) (find-
ing that electoral political activity by police and firefighter unions is a more important determi-
nant of wages and employment levels than unionization); Casey Ichniowski et al., Collective
Bargaining Laws, Threat Effects, and the Determination of Police Compensation, 7 J. LaB. Econ.
191, 191, 205-06 (1989) (finding that “[s]tate laws that provide stronger bargaining rights and
ensure closure to the bargaining process increase the direct effect of police unions on compensa-
tion”); see also Police Union Pressures Amazon.com to Halt “Black Lives Matter” Sales, DEmoc-
racy Now! (Dec. 27, 2016), https://www.democracynow.org/2016/12/27/headlines/police_union_
pressures_amazoncom_to_halt_black_lives_matter_sales.
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unions negotiated for contractual protections in the disciplinary pro-
cess and also lobbied for state or municipal laws giving officers proce-
dural protections during discipline.'**

Police unions also actively opposed reform-oriented chiefs and ci-
vilian review boards, both for reasons of conservative and sometimes
racist ideology and to protect police officers’ bread-and-butter inter-
ests, like pay, benefits, and job security.’*> In several cities, police un-
ions have challenged police chiefs brought in to enact reforms that
they consider threatening to officer safety or economic interests, or
that they believe weaken public safety. Unions challenged city offi-
cials over issues like staffing and job protection. Many have taken
openly partisan stands—such as recent police protests in New York—

194 See generally Levine, supra note 20, at 1220-27. As noted in the DOJ Chicago Report,
some barriers to accountability for misconduct are also created by management without appar-
ent legislative or union-negotiated pressure. The DOJ stated:
Our investigation revealed that the City fails to conduct any investigation of nearly
half of police misconduct complaints and that a number of institutional barriers
contribute to this fact. There are provisions in the City’s agreements with the un-
ions that impede the investigative process, such as the general requirement that a
complainant sign a sworn affidavit and limitations on investigating anonymous
complaints and older incidents of misconduct. That said, the union agreements con-
tain override provisions for some of these provisions that the City rarely utilizes.
Other barriers have been created solely by the City, such as internal policies al-
lowing investigative agencies to truncate investigations of serious misconduct
through mediation, administratively close complaints deemed less serious, and ig-
nore mandatory investigations into uses of force that could identify misconduct or
faulty training issues.

DOJ Cur. Repr., supra note 10, at 47. The DOJ also found procedures used in the circumstances

where investigations are conducted hampered the search for truth and its description of those

procedures makes clear that blame for them is widespread:
Witnesses and accused officers are frequently not interviewed at all, or not inter-
viewed until long after the incident when memories have faded. When interviews
do occur, questioning is often biased in favor of officers, and witness coaching by
union attorneys is prevalent and unimpeded—a dynamic neither we nor our law
enforcement experts had seen to nearly such an extent in other agencies. Investiga-
tors routinely fail to collect probative evidence. The procedures surrounding inves-
tigations allow for ample opportunity for collusion among officers and are devoid
of any rules prohibiting such coordination. We found that a lack of resources and
investigative training contribute to these investigative problems. We also found that
investigations foundered because of the pervasive cover-up culture among CPD
officers, which the accountability entities accept as an immutable fact rather than
something to root out.

1d.

195 See CHRISTOPHER LascH, THE AGONY OF THE AMERICAN LErT 206-07 (1969); JE-
rROME H. Skornick, THE Povritics oF PRoOTEsT 274-78 (1969); John Thomas Delaney & Peter
Feuille, Police, in COLLECTIVE BARGAINING IN AMERICAN INDUSTRY 265, 301 (David B. Lipsky
& Clifford B. Donn eds., 1987); see also STEPHEN C. HALPERN, POLICE-ASSOCIATION AND DE-
PARTMENT LEADERS 93-99 (1974).
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against politicians who they claim adopt policies that weaken public
safety.’¢ Because police officers have long felt at risk of arbitrary or
unfair discipline, they have fought hard to retain union involvement in
internal investigations into employee misconduct, and therefore have
stymied efforts to reform police culture.'*” The January 2017 DOJ Chi-
cago Report, for example, noted that a 1994 effort to use data to iden-
tify patterns of problematic officer behavior was opposed by the union
because officers felt discipline was imposed arbitrarily and unfairly;
the system was abandoned after just two years, and all the data and
reports it produced “went missing.”™*® A 2016 effort to analyze data
and create an early intervention system is in the works, but the DOJ
Chicago Report stated:

[T]he project managers are taking guidance from the City on
how and when to do so—and union involvement has not yet
occurred. There is no evidence that the City or CPD engaged
with the unions early on, before beginning this new effort, to
determine whether CPD’s unions will support the new
effort.!”

As these examples suggest, unions have been blocked, by labor law,
by the hierarchical management structure, and by short-sighted union
leaders’ own narrow conception of role, from adopting a more proac-
tive and collaborative approach to management-labor cooperation
over police goals and tactics.

In sum, police unions see their mission as protecting the interests
of police officers, including protecting officers from discipline, ensur-
ing good working conditions, and protecting seniority. When police
union leaders defend officers involved in what appear to be egregious
instances of violence toward suspects, critics assert that the solidarity
that enables a union to function, and that is encouraged by the quasi-
militaristic culture in many police forces, has become pathological.2?
Whereas unions are thought by their defenders to be an institutional
mechanism to create and sustain workplace democracy in other work

196 See Alex Altman, Why New York Cops Turned Their Backs on Mayor de Blasio, TIME
(Dec. 22, 2014), http://time.com/3644168/new-york-police-de-blasio-wenjian-liu-rafael-ramos/;
see also Josh Dawsey, New York City Police Vent Frustrations at Mayor de Blasio, WaLL ST. J.
(Aug. 1, 2016, 9:09 PM), https://www.wsj.com/articles/new-york-city-police-vent-frustrations-at-
mayor-de-blasio-1470100169.

197 Karoliszyn, supra note 9.

198 DOJ Cur. REep., supra note 10, at 117.

199 Id. at 118.

200 See Barbara E. Armacost, Organizational Culture and Police Misconduct, 72 GEo.
WasH. L. REv. 453, 455-56 (2004).
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settings, law enforcement unions are perceived as irredeemably oligar-
chic and implacably opposed to even modest reform and to anything
that might weaken the influence of union leaders.?!

II. PovriceE UN1ONS AS OBSTACLES TO REFORM

Police unions in New York City, Ferguson, Baltimore, Cleveland,
Chicago, and other cities have, at least initially, publicly come to the
defense of officers accused of shooting and Kkilling civilians, insisting
that it is important to avoid a “rush to judgment.”?*? Reponses have
gone beyond offering a public defense to include fundraising for ac-
cused officers in Ferguson, Baltimore, and Cleveland,>” and, in New
York City, proclaiming “[i]t is time to stop the amateur video activists
who interfere with police operations” by recording arrests and police
violence.?* Though New York Patrolmen’s Benevolent Association
(“PBA”) President Patrick Lynch uses extreme rhetoric in his defense
of officers,?*s refusing to publicly concede that an officer was wrong,

201 [d.

202 See, e.g., Justin George, New Online Fundraising Campaign Starts Up for Officers
Charged in Gray’s Death, Bart. SuN (May 6, 2015, 12:34 PM), http://www.baltimoresun.com/
news/maryland/crime/blog/bs-md-ci-freddie-gray-officers-fund-20150506-story.html. After the
Baltimore police union’s GoFundMe site was shut down by the company because GoFundMe
pages cannot benefit people charged with “serious violations of the law,” the union backed fun-
draising on a site devoted specifically to raising money for law enforcement officers. /d. Union
president Gene Ryan said the charges against the officers were “an apparent rush to judgment.”
Id.

203 See id.; Sarah Parvini, GoFundMe Shuts Down Fund-Raising Page for Baltimore Police,
L.A. Times (May 2, 2015, 1:59 PM), http://www.latimes.com/nation/la-na-gofundme-baltimore-
cops-20150502-story.html; Lorrie Taylor, Cleveland Police Union to Raffle Gun in Fundraiser for
Officer Accused of Shooting Teen, Fox 8 CLEVELAND (July 28, 2015, 5:44 PM), http://fox8.com/
2015/07/28/cleveland-police-union-to-raffle-gun-in-fundraiser-for-officer-accused-of-shooting-
teen/ (reporting that “[t]he Cleveland Police Patrolman’s Union has come under fire for raffling
off a Glock pistol to raise money for an officer accused of shooting an unarmed teenager” and
that the union president said no offense was ever intended and explained, “Raffling off a Glock
in a police community is like raffling off M&Ms at a kid’s birthday party”); Christopher Zara,
Officer Darren Wilson GoFundMe: Donations Halted as Organizers Sort Out Legal Questions,
InT'L Bus. Times (Sept. 2, 2014, 8:00 PM), http://www.ibtimes.com/officer-darren-wilson-go
fundme-donations-halted-organizers-sort-out-legal-questions-1676430 (reporting that a
GoFundMe page started by an anonymous donor raised almost a half-million dollars for Officer
Wilson and his defense fund).

204 Press Release, N.Y.C. Patrolmen’s Benevolent Association, Pat Lynch Says 35-Second
Video Doesn’t Tell Whole Story and that Resisting or Interfering with Arrest is Illegal (Oct. 7,
2014), https://www.nycpba.org/archive/releases/14/pr141007-video.html [https://perma.cc/SRPY-
3KC6].

205 See David Firestone, The NYC Police Union Has a Long History of Bullying City Hall,
Quartz (Dec. 23, 2014), http://qz.com/317338/the-nyc-police-union-has-a-long-history-of-bully-
ing-city-hall/. A full collection of press releases can be found on the PBA’s website: https://
www.nycpba.org/releases/index.html.
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even when the officer in question went to jail,2°¢ his milder statements
about the role of the police union are not unusual among police union
leaders. He says what most do: “Our job, as an advocate for police
officers, is to speak out for them, whether it’s getting them a contract
or defending them when they’re wrongfully accused, or explaining ex-
actly how and why we do our job. That’s our role, and we proudly do
it"’207

Although it is understandable that elected union leaders come to
the defense of employees accused of misconduct, the zeal and lever-
age that police unions bring to the defense is considerable. As a result
of contractual and statutory substantive and procedural protections,
the expense and hassle necessary to discipline an officer is greater
than if the officer could be fired at will.2°¢ This, combined with the fact
that labor arbitrators sometimes reduce punishment, “makes supervi-
sors less likely to impose disciplinary sanctions because while a super-
visor faces a possible headache for not disciplining a misbehaving
subordinate, they face a certain headache if they do.”2®

One study of discipline imposed in the CPD in the early 1990s
found that arbitrators “routinely cut in half” the severity of disci-
pline.?’® Experience with the personnel system prompted Tom Nolan,
a veteran of the Boston Police Department and professor of criminol-
ogy, to say: “The number one impediment to reforming policing in the
United States are police unions.”?!! Similarly, in 2016, the Chicago Po-
lice Accountability Task Force issued a report concluding that “[t]he
collective bargaining agreements between the police unions and the
City have essentially turned the code of silence into official policy.”?'?
As explained in this Part, statutory and contractual protections for po-

206 Karoliszyn, supra note 9.

207 PBA President Talks Re-Election, Contracts & More, NY1: InsipeE City HaLL (June 1,
2015, 9:40 PM), http://www.nyl.com/nyc/all-boroughs/inside-city-hall/2015/06/1/ny1-online--pba-
president-talks-re-election--contracts---more.html (statement at 2:20); see Edgar Sandoval &
Reuven Blau, Rev. Al Sharpton Rips Police Union President for Criticizing Man Who Taped
Cops Arresting Eric Garner, N.Y. DaiLy NEws (Aug. 4, 2014, 12:05 PM), http://www.nydaily
news.com/new-york/nyc-crime/killed-eric-garner-distraught-article-1.1890415 (quoting PBA
President Patrick Lynch as saying that Ramsey Orta, the man who caught the fatal Garner arrest
on video, was “demonizing” officers and was a “criminal” because he was arrested for allegedly
trying to hand off a stolen gun).

208 See infra Sections 11.A, 11.B.

209 Stoughton, supra note 27, at 2211-12.

210 Mark Iris, Police Discipline in Chicago: Arbitration or Arbitrary?, 89 J. CrRim. L. &
CRrRIMINOLOGY 215, 216 (1998).

211 Karoliszyn, supra note 9.

212 POLICE ACCOUNTABILITY TAsk FORCE, RECOMMENDATIONS FOR REFORM 14 (2016),
https://chicagopatf.org/wp-content/uploads/2016/04/PATF_Final_Report_4_13_16-1.pdf.
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lice officers do have an effect on police accountability and the trans-
parency of police disciplinary systems.?’*> For instance, collective
bargaining agreements often contain provisions that protect officers
accused of misconduct, shield them from civilian oversight, and limit
the ability to change officers’ conditions of employment, which also
makes it difficult to enact reforms such as setting up early warning
systems.?!4

A. Statutory and Contractual Limits on Discipline and
Transparency

In the wake of extensive news coverage of and social media out-
rage about police shootings from 2014 through 2017, a group affiliated
with Black Lives Matter launched a project known as Campaign Zero
in part to draw public attention to job protections for police officers
accused of misconduct.?’> Campaign Zero compiled a database of po-
lice union contracts for over eighty American cities, including every
major city and a significant number of smaller cities, by obtaining the
contracts through Freedom of Information Act requests.?’¢ Another
source of recent data about police union contracts comes from a
breach of the website of the country’s largest police union, the FOP.
Hackers obtained and then leaked to The Guardian newspaper nearly
two decades’ worth of police union contracts, apparently wanting to
draw attention to contractual protections that made it more difficult
to discipline officers accused of misconduct.?’” A third important
source of police union contracts was compiled by Professor Stephen
Rushin.?!8

213 See JouN DECARLO & MicHAEL J. JENKINS, LABOR UNIONS, MANAGEMENT INNOVA-
TION AND ORGANIZATIONAL CHANGE IN PoLicE DEPARTMENTs 2-3 (M.R. Haberfield ed.,
2015); WALKER, supra note 90, at 379-80; Walker, supra note 28, at 101 (collecting sources and
noting “it is widely believed—but not investigated or proven—that police unions stifle good
management in general, [and] innovation in particular”); Emmanuel, supra note 147.

214 See DECARLO & JENKINS, supra note 213, at 2; WALKER, supra note 90, at 374; Walker,
supra note 28, at 102; Emmanuel, supra note 147.

215 Kyle Jaeger, The Black Lives Matter Activists Have a Plan: Campaign Zero, ATTN:
(Aug. 26, 2015), http://www.attn.com/stories/2906/what-is-campaign-zero-black-lives-matter.

216 See DERAY McKEsSON ET AL., CAMPAIGN ZERO, PoLICE UNION CONTRACTS AND Po-
LICE BiL ofF RiGgHTs ANALysis 4 (2016), https:/staticl.squarespace.com/static/559fbf2be
4b08ef197467542/t/5773£695f7e0abbdfe28a10/1467217560243/Campaign+Zero+Police+Union
+Contract+Report.pdf.

217 See George Joseph, Leaked Police Files Contain Guarantees Disciplinary Records Will
Be Kept Secret, GUARDIAN (Feb. 7, 2016, 7:00 AM), http://www.theguardian.com/us-news/2016/
feb/07/leaked-police-files-contain-guarantees-disciplinary-records-will-be-kept-secret.

218 See Rushin, supra note 20, apps. A, B.
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All three of these sources of police union contracts reveal several
contractual or statutory job protections that are potentially problem-
atic for reform efforts. Some slow down misconduct investigations,
prevent public access to complaints and disciplinary records, and en-
able the destruction of complaints and disciplinary records after a ne-
gotiated period of time.?"? Procedural protections for officers during
interrogation can make it difficult for investigators to recover accurate
information about uses of force. Transparency about how misconduct
allegations are handled and accountability for officers who engage in
misconduct are hampered by limits on civilian oversight, short statutes
of limitation for misconduct charges against officers, and restrictions
on which complaints will be investigated, including refusing to investi-
gate anonymous complaints.??° In the approximately twenty states
with statutory LEOBORSs, many of these protections exist as a matter
of state law and thus even elimination of the police union or its con-
tract would not immediately change the law unless the statute were
repealed as well.2?! This Article highlights the contractual and statu-
tory protections that pose the most significant obstacles to reforms.
The power of police unions to negotiate over terms of employment
and disciplinary processes, which is at the core of the collective bar-
gaining process in any unionized workplace, will be essential to con-
sider in any serious approach to police reform.

Timing and Conduct of Interrogation. Most collective bargaining
agreements and state LEOBORSs outline the process for investigating
allegations of officer misconduct, although the process varies.?>> Mary-
land, for example, provides that no officer may be questioned without
having been given the opportunity to secure legal counsel and gives
officers ten days to do s0.22* This provision has been criticized for giv-
ing officers plenty of time to delay interrogations and concoct an ac-
count of the incident that exonerates the officer.??* Other provisions
on officer interrogation include regulation of the location, length, and
timing of interrogations.??

219 Id. at 1212, 1220 fig.1.
220 [d. at 1196-97.

221 Aziz Z. Huq & Richard H. McAdams, Litigating the Blue Wall of Silence: How to Chal-
lenge the Police Privilege to Delay Investigation, 2016 U. CHi. LEGaL F. 213, 222 & n.42 (count-
ing twenty LEBORS).

222 See Keenan & Walker, supra note 20, at 203.

223 Mp. CopeE ANN., PuB. SAreTy § 3-104(j)(1)-(2) (LexisNexis 2011).
224 See Walker, supra note 20, at 3.

225 See Keenan & Walker, supra note 20, at 217-19.
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Handling of Personnel Files. Officer personnel files contain
records of complaints and their outcomes. Issues concerning those
files include whether the public should have access to any of them
and, if so, what information should be disclosed. Additional issues in-
clude whether records should be expunged after a period of time and,
if so, which records and for what length of time.??¢

Proposed legislation that failed to pass in California in 2016
would have increased public access to police disciplinary records that
have been restricted by state law and limited by court decisions.??” The
bill would have required public access to records of all investigations
into uses of force that result in death or serious injury.??8 The records
would be open even if the officer involved eventually was found to
have complied with a department’s policy.?? Currently, the LAPD
only releases summaries, and some departments don’t even provide a
summary.?*® The bill would also have required that other reports and
findings be made public when officers are found to have engaged in
misconduct that violates the legal rights of the public.?*' A similar bill
failed to pass in 2007 “after dozens of peace officers testified to
lawmakers that permitting public access to police disciplinary files
would endanger lives.”?3? Yet, according to a news report, there has
been no reported case where an officer was harmed based on release
of this information.?** Other police departments, including Baltimore,
similarly do not release notice of disciplinary actions and their
disposition.?3*

In contrast, at least ten states including Texas and Florida already
“provide public access to investigative details, findings, and discipli-
nary actions when officers are found to have acted improperly.”?
Since 2014, Dallas has maintained websites listing every officer-in-
volved shooting and every officer use of force in response to resis-
tance since 2008 along with the location, the name of the subject,

226 ]d. at 235.

227 8. 1286, 2015-16 Leg., Reg. Sess. (Cal. 2016).

228 See id.; see also Patrick McGreevy, Lawmaker Proposes Giving Public Access to Police
Shooting and Misconduct Cases, L.A. Times (Feb. 19, 2016, 11:57 AM), http://www.latimes.com/
politics/la-pol-ca-cop-records-story.html.

229 See Cal. S. 1286; see also McGreevy, supra note 228.

230 See McGreevy, supra note 228.

231 See Cal. S. 1286; see also McGreevy, supra note 228.

232 McGreevy, supra note 228.

233 See id.

234 Balt. Police Union Memorandum, supra note 160, art. 16(K).

235 See McGreevy, supra note 228.
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whether the subject was armed, and the name or badge number, race,
and gender of the officers involved.?3®

The challenge with public access to disciplinary records is balanc-
ing transparency with protection of legitimate privacy and safety inter-
ests of police officers. From one point of view, transparency is clearly
desirable as the public should be able to monitor how public employ-
ees are disciplined, and this is especially important to restoring public
trust in police.?®” From another, the value of transparency is a function
of the reliability of the records. Police officers who feel that discipline
is used unfairly to punish officers or is meted out based on favoritism
or for other nonmeritorious reasons would conclude that public acces-
sibility of the records will only compound the harm of the unfair disci-
pline by stigmatizing an officer and might facilitate reprisals if the
officer’s name and home address are released.?*® Conversely, officers
who feel that discipline is fair might still be reluctant to allow their
name to be publicized, but at least recognize that public awareness is
not unreasonable or grossly unfair.?*

As for expungement, many cities allow for expungement of com-
plaints.?® Baltimore’s union contract allows officers to request ex-
pungement of formal complaints that are found to be unfounded or as
to which the officer was exonerated after three years.?*! Some policing
scholars assert that expungement of unfounded complaints is undesir-
able because such records are part of early intervention systems man-
dated by DOJ consent decrees. These systems create a computerized
record of multiple performance indicators, including uses of force and
citizen complaints, that allow supervisors and oversight entities to
have a full picture of every officer’s job performance.?*

Civilian Complaints and Oversight. Some LEOBORs and con-
tracts impose short statutes of limitations on the prosecution of disci-

236 See Dallas Police Officer-Involved Shootings, DaLLas OPENDATA, https://www.dallas
opendata.com/Police/Dallas-Police-Public-Data-Officer-Involved-Shootin/4gmt-jyx2 (last visited
Apr. 6, 2017); Police: 2015 Response to Resistance, DALLAS OPENDATA, https://www.dallasopen
data.com/dataset/Police-2015-Response-to-Resistance/594v-2cnd (last updated Feb. 10, 2017);
Leon Neyfakh, A Police Department That’s Embraced Reform, SLaTE (July 8, 2016, 12:10 PM),
http://www.slate.com/articles/news_and_politics/crime/2016/07/the_dallas_police_department_
has_been_a_model_for_reducing_officer_involved.html.

237 Walker, supra note 20, at 7.

238 See Joseph, supra note 217.

239 See id.

240 See id.

241 Rushin, supra note 20, at 1196-97.

242 See Keenan & Walker, supra note 20, at 235.
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pline.?** In Maryland, for example, no complaint alleging brutality will
be investigated or be the basis of discipline if filed more than ninety
days after the alleged incident.?** Others treat citizen complaints dif-
ferently than complaints initiated by other officers.2*> Other provisions
limit civilian oversight.>*¢ For many police unions, limiting civilian
oversight is one of their most important issues.?*’

Misconduct Investigations. Several types of contractual and statu-
tory provisions governing investigations have been criticized. One
provision concerns the timing of such investigations and who should
conduct them.>*® Other constellations of concerns focus on control of
the hearing boards that determine whether officers have committed
misconduct.>® In Los Angeles in the decades before the Rampart
scandal, rank-and-file officers believed that the Board of Rights was
controlled by the chief who used it to punish whistleblowers and dis-
senters.?®® In Baltimore, perhaps for a similar reason, the union nego-
tiated a contractual provision requiring that one member of every
hearing board be a peer officer of the accused.>>' A critic, however,

243 Police Officer Bill of Rights laws reviewed include: California, Delaware, Florida, Illi-
nois, Kentucky, Louisiana, Maryland, Minnesota, Nevada, New Mexico, Rhode Island, Virginia,
West Virginia, and Wisconsin. See CaL. Gov't Copk §§ 3301-3311 (West 2010); DeL. CobE
ANN. tit. 11, §§ 9200-9209 (2015); FLa. STAT § 112.532 (2016); 50 ILL. ComP. STAT. ANN. 725/3
(West 2014); Ky. REv. STAT. ANN. § 15.520 (West 2010); La. STAT. ANN. § 40:2531 (Westlaw
through the 2017 First Extraordinary session); Mp. CopE ANN., PuB. SareTY §§ 3-101 to 3-113
(LexisNexis 2011); MINN. STAT. § 626.89 (2014); NEv. REv. STAT. ANN. § 289.020-.120 (Lexis-
Nexis 2013); N.M. StaT. AnN. § 29-14-4 (2013); 42 R.I. GEN. Laws § 42-28.6-2 (2007); Va. CobE
ANN. § 9.1-501 (2012); W. Va. Copk § 8-14A-2 (LexisNexis 2012); Wis. Stat. § 164.01-.06
(West, Westlaw through 2017 Act 2).

244 Mb. CopE ANN., PUB. SAFETY § 3-104(c)(2) (LexisNexis 2011).

245 See supra note 243. See generally Hazel Glenn Beh, Municipal Liability for Failure to
Investigate Citizen Complaints Against the Police, 25 Forpuam URrs. L.J. 209, 216-22 (1998)
(describing civilian complaint review procedures).

246 See supra note 243. See generally EDUARDO L. CALDERON & MARIA HERNANDEZ-
FicueroA, CrtizéN OVERSIGHT COMMITTEES IN Law ENFORCEMENT 7-8 (2013), http://
cpp.fullerton.edu/pdf/Citizen % 200versight.pdf (discussing impediments to the establishment of
civilian oversight committees).

247 CALDERON & HERNANDEZ-FIGUEROA, supra note 246, at 8. Ironically, sometimes civil-
ian oversight results in more leniency towards officers. See, e.g., Kate Mather & David Zahniser,
A Proposal to Give Civilians More Say in LAPD’s Disciplinary System Could End Up More
Lenient on Officers, L.A. Times (Jan. 10, 2017, 3:00 AM), http://www.latimes.com/local/lanow/la-
me-In-lapd-discipline-change-20170109-story.html (noting a study which “showed that civilian
members of the boards that weigh major LAPD discipline cases are ‘consistently more lenient’
than their sworn counterparts, frequently voting to acquit officers or dole out lesser
punishments”).

248 Walker, supra note 20, at 3.

249 Chemerinsky, supra note 53, at 563.

250 ]d. at 607.

251 Balt. Police Union Memorandum, supra note 160, art. 16(C)(3).
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insisted that “including a peer officer as a member of the Hearing
Board serves to protect misconduct” because “giving the rank and file
a direct voice in disciplinary investigation . . . necessarily lowers the
standards for police conduct” inasmuch as officers have “a vested in-
terest in shielding all officers from meaningful investigations and disci-
pline.”?? Other provisions concern whether the public should receive
notice of the disposition of investigations.?>

The provisions highlighted above can be obstacles to reforms in
that they make it harder for supervisors, civilian oversight boards, and
the public to determine the nature and extent of police misconduct, to
develop early intervention systems to help officers who are at risk of
committing future abuse, and to remove officers who have committed
egregious misconduct. Police unions, however, have defended these
provisions. The FOP, for example, said these types of provisions are
necessary to protect officers from unfounded citizen complaints.?* As
the former President of the Federal Agents’ Police Benevolent Asso-
ciation and founder of the National Police Defense Foundation, a non-
profit that provides legal services to members of law enforcement, put
it: “What is happening now is police are second-guessing their in-
stincts and training they have because they’re scared to get indicted,
that they may have to go to jail for doing their job.”?>> This alleged
reluctance to do the job, which some have called the Ferguson Ef-
fect,2 is the latest iteration of a longstanding argument that unions
are necessary to protect police from the anti-police rhetoric.

As explained further in Parts III and IV, police unions have
fought hard for many of these procedural and substantive protections
because they do not trust the process of adopting and implementing
policies. But reform will not be accomplished simply by eliminating
job protections, even if that were politically feasible. Nor will reform
be accomplished simply by involving the public in negotiating over job
protections, at least so long as the rank-and-file retain the collective
will to resist reforms, discipline is subject to grievance arbitration, and

252 Walker, supra note 20, at 5 (emphasis removed). Campaign Zero also calls for eliminat-
ing police officer influence from disciplinary boards and setting up an independent process. See
Independent Investigations and Prosecutions, CAMPAIGN ZERO, https://www.joincampaignzero.
org/investigations [https://perma.cc/SAFE-J8T4] (last visited Mar. 26, 2017).

253 See Walker, supra note 20, at 7.

254 Karoliszyn, supra note 9.

255 Jd.

256 See Neil Gross, Opinion, Is There a ‘Ferguson Effect’?, N.Y. TiMEs: SUNDAY REv.
(Sept. 30, 2016), https://www.nytimes.com/2016/10/02/opinion/sunday/is-there-a-ferguson-
effect.html.
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negotiating disputes are subject to interest arbitration. And it is politi-
cally infeasible (and may well be unwise) to eliminate a process to
appeal discipline. Rather, rank-and-file need to be involved in improv-
ing police practices, and that involvement very likely requires the co-
operation of some kind of officer labor representative.

B. Other Limits on Reform
1. Changing Conditions of Employment

In addition to protection against discipline, accountability, and
transparency, many states have laws that require management to col-
lectively bargain over any changes to conditions of employment.?s
This requirement can also stymie reform efforts. For instance, federal
law empowers the DOJ to bring structural reform litigation against
police departments engaged in a “pattern or practice” of civil rights
abuses.?® Most of the investigations conducted by the DOJ have re-
sulted in consent decrees that are approved and overseen by federal
courts.> An investigation of seventeen of these consent decrees nego-
tiated between 1997 and 2016 found that in at least seven of them, the
union contract with the city hindered the reforms contained in the
consent decree.>*

Unsurprisingly, unions, and sometimes classes of union members,
have filed grievances when these reforms change working conditions.
In Seattle, for instance, two police unions filed a lawsuit in 2013 argu-
ing that “certain topics that have long been subjected to bargaining—
including conditions for employment . . . could be severely curtailed by
the city’s proposed police reform plan.”?¢! The plan included provi-
sions that the Seattle Police Department (“SPD”) would be monitored
to determine “whether all use of force is reported[,] . . . tracked, and
properly classified, and thoroughly and objectively investigated and
reviewed to a reasonable and unbiased conclusion,” and also
“whether disciplinary results on founded complaints reflect the seri-
ousness of the underlying event . . . with biased policing, excessive

257 Karoliszyn, supra note 9.

258 42 U.S.C. § 14141 (2012). See generally Armacost, supra note 200, at 525-31; Harmon,
supra note 20, at 804-05; Stephen Rushin, Structural Reform Litigation in American Police De-
partments, 99 MINN. L. Rev. 1343 (2015).

259 See Armacost, supra note 200, at 527-30 (describing DOJ’s frequent use of consent
decrees).

260 Emmanuel, supra note 147.

261 Cienna Madrid, Seattle Police Union Files Lawsuit to Block Police Reform Plan, STRAN-
GER: SLOG (Mar. 11, 2013, 3:08 PM), http://slog.thestranger.com/slog/archives/2013/03/11/seattle-
police-union-file-lawsuit-to-block-police-reform-plan.
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force, failure to report force, or dishonesty meriting appropriate disci-
pline.”2%2 The lawsuit asked the court to “permanently block the city
and court monitor from making any changes to police officers’ wages,
hours, or working conditions.”?%> DOJ consent decrees aimed at re-
form of police departments often include language providing that any
reforms can only occur to the extent that they do not conflict with the
union contract.2** These provisions can delay or permanently hinder
reform efforts.?¢

2. Union Structure

Unions are run by an elected president and board of directors.?
In large departments, the individuals holding these full-time paid posi-
tions control a multimillion-dollar budget amassed from union dues.?¢’
This gives them enormous power to influence public policy because
they can donate a portion of these funds to politicians viewed as
friendly to their interests.?®® A case in point is Seattle.

The Seattle Police Officers’ Guild (“SPOG?”), the union of rank-
and-file officers, endorsed Ed Murray for Mayor in 2013 and contrib-
uted $15,000 to his campaign.2®® Upon his taking office, one of his first

262 ]d. (emphasis removed; ellipses in original). This occurred prior to Smith taking office in
2014. See infra note 320 and accompanying text.

263 Madrid, supra note 261 (emphasis removed). In 2014, a class of union members, and not
the union itself, filed a lawsuit to block the use of force reforms contained in the DOJ consent
decree with the City, contending that the policies put officers’ lives in danger. Steve Miletich et
al., Seattle Cops Sue over DOJ Reforms, SEaTTLE Times (May. 29, 2014, 1:56 PM), http://
www.seattletimes.com/seattle-news/seattle-cops-sue-over-doj-reforms.

264 Emmanuel, supra note 147. For instance, the consent decree between the DOJ and
Pittsburgh in 1997 includes the language, “Nothing in this Decree is intended to alter the collec-
tive bargaining agreement between the City and the Fraternal Order of Police.” Id.

265 See supra notes 165-73 and accompanying text.

266 See, e.g., Agreement by and Between the City of Seattle and Seattle Police Officers’
Guild: Effective Through December 31, 2014 art. 1, http://www.seattle.gov/personnel/resources/
pubs/SPOG.pdf.

267 For example, in Houston, with more than five thousand police officers paying approxi-
mately $600 a year in union dues, an annual budget would exceed three million dollars. See
Crime in the United States 2012: Table 78, FBI: UCR, https://ucr.fbi.gov/crime-in-the-u.s/2012/
crime-in-the-u.s.-2012/tables/78tabledatadecpdf/table-78-state-cuts/table_78_full_time_law_en
forcement_employees_texas_by_city_2012.xls (last visited Mar. 26, 2017) (Houston “Total Law
Enforcement Employees”: 6,663); 2015 Union Dues, HousToN PoLIcE OFFICERs” UNION, http:/
www.hpou.org/2015-union-dues/ [https://perma.cc/V3A7-P2AG] (last visited Mar. 26, 2017) (in-
dicating the 2015 total union dues owed is $641.04).

268 See supra note 193 and accompanying text.

269 Ansel Herz, Amid Contract Negotiations, Seattle Police Union Claims It’s “Under At-
tack” by Black Lives Matter Activists, STRANGER: SLoG (Dec. 3, 2015, 4:56 PM), http:/
www.thestranger.com/blogs/slog/2015/12/03/23230986/amid-contract-negotiations-seattle-police-
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acts was to demote the interim chief of the department, a man who
had enacted numerous reforms that had been praised in a report by
the federal court monitor of the DOJ consent decree.?” Additionally,
the report praised an assistant chief who also retired suddenly.?”! The
Mayor then appointed the former Vice President of SPOG, Harry
Bailey, as interim police chief.?? Bailey immediately attempted to
overturn misconduct findings of numerous officers found guilty of us-
ing excessive force.?”

The perception that SPOG captured the Mayor existed not only
amongst reformers, but also amongst some members of the rank-and-
file. The Mayor’s actions created “an atmosphere of fear.”?”* One of-
ficer opined that the former Chief and Assistant Chief who the Mayor
forced out were

people who have a deep institutional knowledge of the or-
ganization, have been there a long time and earned their way
to the top, and have been chipping away at deficiencies for
three years . . . [.] After a long struggle to make this a better
organization, boom, they are all gone. You bring in new peo-
ple who are less experienced, and you give them the same
task, but you have erased that last few years of work.?”

Another officer, who wanted to remain anonymous to avoid the
possibility of retribution, stated:

If the people who have been opposing the federal court mon-
itor and reform are elevated, . . . [t]here is a risk in working
hard to achieve reform. It sends a message that is, at best,
confusing about whether they want reform to be successful.
Why would you put the fox in charge of the henhouse? . . .
Any risk they take may piss off the folks who are in charge.

I think a lot of us were quite stunned . . .. The mood was
shock—complete shock—because everyone who was in-
volved in reform was gone or buried. People just stopped
talking.276

These quotes reveal how union leadership can stymie reform by
stifling the voices of rank-and-file members who may support reform

270 Dominic Holden, Reform in Reverse, STRANGER (Apr. 16, 2014), http://www.thestran
ger.com/seattle/reform-in-reverse/Content?0id=19281433.

271 [d.

272 Herz, supra note 269.

273 [d. Ultimately, Bailey was unable to do so because his actions caused a scandal. See id.

274 Holden, supra note 270.

275 Id. (ellipsis in original).

276 Id.
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efforts. The perception that the Mayor was in bed with the union and
his actions in demoting and forcing out individuals who were working
with the DOJ to institute reforms created fear, silenced more progres-
sive voices amongst the rank-and-file, and made them reluctant to en-
gage in reform-oriented efforts.

Similar suppression of rank-and-file voices occurred in San Fran-
cisco, according to a Blue Ribbon Panel appointed by the District At-
torney after it was discovered that members of the police department
had exchanged racist and homophobic text messages.?’”” Among the
panel’s findings was that the union dissuaded officers from speaking
to the panel and many who did speak to the panel did so anonymously
because they feared retaliation from the union and had concerns
about their physical safety.?”s

The union can also hinder reforms by capturing police manage-
ment, thereby eliminating any checks and balances with the depart-
ment. This arguably occurred in Seattle when the former vice
president of the union was elevated to the position of police chief.>”
In San Francisco, the Blue Ribbon Panel concluded that there was
virtually no distinction between the command staff of the department
and the police officer’s union.?®® This made it difficult to engage in
reforms because the union was essentially running the department and
it had historically taken antireformist positions.?!

Finally, one way for union leadership to maintain their power and
influence is to convince rank-and-file officers to join the union and
pay union dues. As such, they must justify why the union is important
for officers, and one persuasive way to do so is to encourage the rank-
and-file to believe that they cannot trust management and that man-
agement is out to get them. This narrative is easy to maintain because
the hierarchical structure of most police departments limits contact
between command staff and the rank-and-file.?s?

In sum, collective bargaining agreements, including seniority sys-
tems, union power over conditions of work, and the structure and in-
centives of police unions can all be barriers to reform.?* However, this

277 S.F. BLUE RiBBON PANEL, THE BLUE RIBBON PANEL ON TRANSPARENCY, ACCOUNTA-
BILITY, AND FAIRNESs IN Law ENFORCEMENT 1 (2016), http:/stblueribbonpanel.com/sites/de
fault/files/BRP_report.pdf [hereinafter PANEL REP.].

278 Id. at 143.

279 See supra notes 269-73 and accompanying text.

280 PANEL REP., supra note 277, at 143.

281 See id.

282 See supra Section LLA.

283 See SKLANSKY, supra note 119, at 82 (“[T]he growing power of police unions made it
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does not mean that unions and rank-and-file officers always find re-
form efforts problematic. Next, this Article provides evidence that un-
ions can be important partners in reform efforts.

III. PorLice UNIONS AS AGENTS OF PoLICE REFOrRM

In theory, police unions could be agents of reform in at least two
ways. First, as representatives of the line officers who have daily con-
tact with the community whom the police are supposed to protect and
serve, unions could help improve the relationship between police and
citizens, and help ensure that force is used wisely and prudently, and
that arrests are made and citations issued only when doing so actually
improves life for the community. Second, unions could become in-
termediaries to convey the concerns of line personnel to management
in a way that will improve policing. But to do either of those, unions
would have to develop genuine and sustained enthusiasm for improv-
ing the quality of policing.28*

Given the prevailing wisdom that police unions are irredeemably
opposed to reforms, it is surprising to learn that while unions fight
hard to ward off discipline for some members,>> doing so does not
necessarily equate with an antireformist position when it comes to
matters unrelated to officer discipline. There is evidence of police un-
ions occasionally working to facilitate reforms that improve the qual-
ity of policing. Here we offer a few examples and then draw some
generalizations from them.

A. Examples of Police Unions as Agents of Reform

A number of cities at various points over the last fifty years have
implemented reforms to reduce police violence and improve police-
community relations. All of them involved the cooperation of the
rank-and-file, and many involved active cooperation with the union.

An early example is the “Friday Crab Club” of the Berkeley Po-
lice Department, which was organized by Chief August Vollmer in the

more difficult for departments to explore new strategies of collaborative decision making that
circumvented seniority systems or bypassed the union hierarchy.”); JERoME H. SkoLNick &
Davip H. BayLey, THE NEw BLUE LiNE 160 (1986); WALKER, supra note 90, at 380 (“[T]he
possibilities for changing police organizations are limited by structural features such as civil ser-
vice and police unions.”).

284 Kelling & Kliesmet, supra note 33, at 211.

285 Cf. Max Rivlin-Nadler, Police Union Turns Its Back on Cop Who Killed Innocent Man
in Brooklyn Stairwell, Gotanamist (Jan. 28, 2016, 11:17 AM), http://gothamist.com/2016/01/28/
akai_gurley_liang_trial.php (discussing surprising lack of PBA support at an officer’s trial).
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early 1900s.28¢ This group consisted of rank-and-file officers who met
with the Chief on a weekly basis to review police actions, including
uses of force.?®” Officers who had used force were required to explain
their behaviors and the group would decide whether the force was
justified.?®® The group also invited experts and members of the com-
munity, including those accused of criminal conduct, to address
them.?®® “Advocates of community policing hold up the Friday Crab
Club as a paradigm for collegial peer review that will ‘unleash][ | [the]
human potential that lies at the core of community policing and prob-
lem oriented policing.’ 29

Another example occurred during the 1960s and 1970s when the
Oakland police department was struggling with violent encounters
with citizens.>! Chief Charles Gain was a reformist chief who had
strong support from the Black community, but not much from the
union.>? He pushed through many reforms despite union opposi-
tion.>”> Many officers resigned or retired under his leadership and the
newly formed union issued a vote of no confidence.?** Despite his
strong leadership style, Chief Gain created the Violence Prevention
Unit with the help of social psychologist Hans Toch, to address the
problem of violence-prone officers.?>> The Unit diverged from the oth-
erwise hierarchical organization of the police department and Chief
Gain maintained a hands-off approach and allowed the Unit to func-
tion independently.>*® The Unit was based on two assumptions: first,
that patrol officers could control other officers, and second, that those
officers who had been violent in the past would be in the best position
to help officers who were having problems in the present.?”” The Unit
was successful in two ways—officers participated with great enthusi-
asm and caring, and the work of the panel reduced violent confronta-

286  Armacost, supra note 200, at 541.
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288 Id. at 542.
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290 ]d. (alteration in original) (quoting William A. Geller & Hans Toch, Understanding and
Controlling Police Abuse of Force, in PoLICE VIOLENCE, supra note 33, at 317).

291 See Hans Tocn & J. DouGgLas GRANT, POLICE As PROBLEM SoLVERs 77-85 (1991),
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292 See Jerome H. Skolnick, Enduring Issues of Police Culture and Demographics, in Po-
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297 Kelling & Kliesmet, supra note 33, at 207.
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tions between the police and citizens.?® As with many such reforms,
however, it was discontinued due to department budget cuts.>*® And
almost as soon as it was, police violence problems recurred.3®

One more example is from Milwaukee in the 1960s and 1970s.
Despite the fact that the police chief, Harold Brier, had no interest in
improving relations with the Black community, the union saw things
differently.* The union recognized that its members were on the
street as line officers and that they were the ones who suffered from
the antagonism from the Black community.**> So the union organized
meetings with citizen groups using community relations techniques
then in vogue.?® Like the Oakland experiment, however, the program
soon faded. In Milwaukee, unlike in Oakland, the Police Department
never formalized the program and never made funds available to re-
imburse officers for time spent with citizen groups.?** Although the
government’s Law Enforcement Administration Assistance
(“LEAA”) program used to give grants to police departments that
were interested in developing community relations programs, it ex-
cluded unions.?* In the years since, “LEAA has been replaced by sev-
eral funding bureaus within the” DOJ, but these new bureaus still will
not fund union projects.30°

The Metro-Dade Police-Citizen Violence Reduction Project is an-
other example of rank-and-file officer involvement in police reform.
The Project involved a task force made up of officers, management,
and others who were tasked with reviewing a random sample of citi-
zen complaints involving “police abuse, officers’ use of force,” and
officer injuries during police-citizen interactions.>”” Based on the les-
sons they learned from this review, a new training program involving
role-plays was developed and implemented.>® The preliminary results
from the training program showed a thirty to fifty percent reduction
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299 SkoLNICK & BAYLEY, supra note 283, at 151-52.
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301 Kelling & Kliesmet, supra note 33, at 208.
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“in injuries to officers, officers’ use of force, and citizens’ complaints
of abuse.”3%

Occasionally, police unions have formed alliances with civil rights
leaders or their organizations. In Los Angeles, the Police Protective
League (“PPL”) (“a notoriously inward-looking organization”) com-
missioned a report by law professor and civil liberties activist Erwin
Chemerinsky.*'® They did so because the union’s members feared re-
prisals by the controversial new chief of police, Bernard Parks, whom
some League leaders believed would draw the wrong lessons from a
corruption scandal in the LAPD’s Rampart Division.3!"

In Newark, New Jersey, union president James Stewart helped
the DOJ during its investigation of the police department. According
to him, the “union’s attitude was ‘come on in,”” and it helped the DOJ
uncover problems within the police department, including “frequent
pedestrian stops that violated residents’ civil rights three out of every
four times they occurred.”*'? Stewart even indicated that he “approves
of DOJ-mandated reforms related to the department’s officer training
and community relations.”?'* Simultaneously, however, Stewart
strongly opposed any reforms that would create a civilian review
board.’'* The union threatened to bring a lawsuit, arguing that
changes to officer discipline must be part of collective bargaining.3's

In Los Angeles, the LAPD created a Community Safety Partner-
ship unit that operates in some of the most dangerous and violent
housing developments.>'¢ The officers in the unit patrol the neighbor-
hoods on foot and know residents by name.>'” They also earn the trust
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Reform Commission.” Id. at 254 n.114.
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of the community by providing social services to residents as well as
participating in neighborhood activities.?'® Additionally, unlike the
ubiquitous practice of promoting officers based on the numbers of ar-
rests they make, officers in this unit are rewarded for diverting people
from the criminal justice system and fostering positive relationships in
the community.’’ While it is unclear how much the union was in-
volved in these efforts, it did not file any grievances to stop the pro-
gram or dissuade rank-and-file officers from participating in it.

Surprisingly, the experience in Seattle also provides an example
of how unions can work to facilitate reforms. In 2014, after some of
the events discussed in Section II.C, Ron Smith was elected as the new
President of SPOG. During his time in office from 2014 to 2016,
SPOG continued to vociferously defend and protect officers who were
accused of misconduct.’® However, Smith simultaneously worked
closely and collaboratively with the new Police Chief, Kathleen
O’Toole, and with reformers outside the department, to implement
DOJ-mandated reforms.?>! The consent decree between the City and
the DOJ, which was in place for two years by the time Smith was
elected, required the adoption of extensive reforms to curb excessive
force and racially biased policing.??> In a move that was remarkable to
outside observers, Smith told his membership that bias-free policing
was important and if they did not like it, they could “leave and go to a
place that serves [their] worldview.”32* This is from the same union
that had, in 2010, “described efforts to combat racial profiling as ‘so-
cialist policies’ from ‘the enemy’ and argued that officers should be
able to call citizens ‘bitch’ and ‘n***a.’”’324
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Negotiations on the collective bargaining agreement between
SPOG and the City began in 2015.3>°> These negotiations had to be
completed before reforms under the consent decree could continue
because some of the measures to improve police accountability poten-
tially conflicted with the current contract.’?¢ During the negotiations,
SPOG President Smith was supportive of adopting some accountabil-
ity measures that would lead to more transparency. For instance, he
supported changes to the collective bargaining agreement that would
have opened disciplinary hearings to certain outsiders, including a citi-
zen observer appointed by the mayor and members of the Community
Police Commission (“CPC”).32” The CPC is a group created by the
DOJ consent decree®”® made up primarily of community groups, in-
cluding the ACLU and the National Association for the Advancement
of Colored People (“NAACP”), that had asked the DOJ to investi-
gate the SPD.3? The CPC also has a guaranteed spot for a representa-
tive from SPOG and from the Seattle Police Management
Association.?

Under Smith’s leadership, SPOG did not file any grievances or do
anything else to block any of the reform efforts.**' One of the co-
chairs of the CPC, Lisa Daugaard, noted that during the reform pro-
cess, “things could have gone terribly with SPOG, but [didn’t].”332 She
continued:

To the surprise of many including me, . . . SPOG really has

not impeded the reform process. There were many points

325 Herz, supra note 269.

326 See id.

327 Ansel Herz, Inside the City’s Negotiations with the Police Union, STRANGER (June 22,
2016), http://www.thestranger.com/news/2016/06/22/24243759/inside-the-citys-negotiations-with-
the-police-union/; see also Miletich, supra note 321.

328 Steve Miletich & Mike Carter, SPD Faces New Oversight, Scrutiny of Use of Force,
SeatTLE TimMEs (July 28, 2012, 12:16 AM), http://www.seattletimes.com/seattle-news/spd-faces-
new-oversight-scrutiny-of-use-of-force/. The purpose of the group is to review the semiannual
reports completed by the court appointed monitor, “hold public meetings, make recommenda-
tions to the city, and engage the community in police reforms. It also will review recommended
changes to the department’s civilian-run Office of Professional Accountability, among other
tasks.” Id.; see also Community Police Commission: About Us, SEATTLE.Gov, http:/
www.seattle.gov/community-police-commission/about-us (last visited Mar. 26, 2017) (providing
more information about the Community Police Commission).

329 See David Kroman, Reformers Aren’t Celebrating Police Union Leader’s Resignation,
Crosscut (July 14, 2016), http://crosscut.com/2016/07/ron-smith-seattle-police-cpc/.

330 David Kroman, Police Unions, Citizen Group Forge Unlikely Partnership, CRosscuT
(Feb. 9, 2016), http://crosscut.com/2016/02/police-citizen-group-forge-unlikely-partnership/.

331 Interview with Lisa Daugaard, Co-Chair of the CPC and Director of the Public Defend-
ers Association (July 14, 2016).

332 Kroman, supra note 329.
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along the way when many police unions might have filed
grievances or unfair labor practice complaints about the
changes that have been implemented without bargaining.
They’ve chosen not to do that.33?

She concluded, “It’s not as simple as the labor union being the
problem, tempting as that idea is, and true as it may have been in the
past.”3** And when, in 2014, rank-and-file officers from the North Pre-
cinct attempted to derail the new use of force policy adopted by the
police department by filing a lawsuit, SPOG President Smith publi-
cally voiced his disapproval and the union did not join the lawsuit.3>

The relationship between the CPC and the police union has been
described as “among the healthiest between any two parties in the
[reform] process.”??¢ Smith notes that the CPC treats the SPOG repre-
sentative with respect and stated that while SPOG and the CPC do
not agree on everything, at least they “can talk to each other.”33” He
further shared that he has “a really good relationship with [CPC co-
chair| Lisa [Daugaard].”33® The relationship is such that when the fed-
eral district court judge in charge of overseeing the consent decree
suggested that “any new appeal process for police discipline cases cre-
ated through ongoing collective bargaining negotiations must get ap-
proval from the court,” the CPC filed an amicus brief supporting
SPOG’s resistance to this suggestion.** Ironically, observers note that
most of the tension “has been between the CPC and other parties to
the consent decree, namely the Mayor’s Office and the independent
monitor team.”34

Unfortunately, the rosy situation in Seattle may have come to an
end. In early June 2016, SPOG President Ron Smith resigned after a
scandal involving a controversial Facebook post in which he blamed
the Dallas police officer shootings on what he termed the “minority
movement.”?*! He denies that he was referring to the Black Lives

333 Id.

334 Id.

335 Steve Miletich, SPD Officers Say City ‘Playing Politics’ with Their Lives, SEATTLE
TivEs (Aug. 29, 2014, 8:15 PM), http://www.seattletimes.com/seattle-news/spd-officers-say-city-
Isquoplaying-politicsrsquo-with-their-lives/.

336 Kroman, supra note 330.

337 Id.

338 [d. (alteration in original).

339 Id.

340 Id.

341 Miletich, supra note 321. Over a year earlier, in the December 2014 edition of the union
newsletter, Smith accused Barack Obama, Eric Holder, and Reverend Al Sharpton of carrying
out a “divisive political agenda” in response to Michael Brown’s death in Ferguson. See Ansel
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Matter movement, claiming instead that he was referring to “the small
segment of society which has the propensity for violence toward law
enforcement.”*? However, he resigned because the negative publicity
was pulling attention away from the reform efforts being made in the
City.3+3

In a later interview, however, Smith disclosed that he also re-
signed because the Executive Board of the union was going to attempt
to force him out because of his acceptance of police accountability
measures in the proposed union contract and for being too concilia-
tory to outside reformers and the Police Chief.*** He had been de-
scribed as a “bootlicker” because of his relationship with the Chief,
despite the fact that his collaboration with Chief O’Toole was crucial
to his ability to negotiate improvements to officer working condi-
tions.>* While he expected that he could win the fight and stay in of-
fice because of support he had amongst some members of the
Executive Board and the rank-and-file, he did not want the contro-
versy over his Facebook post to distract from the ongoing reform pro-
cess.**¢ After he resigned, officers voted 823 to 156 to reject the
contract.?” One of the reasons was the inclusion of civilian review in
the proposed agreement.>*

Herz, SPOG is Still an Obstacle to Reform at the Seattle Police Department, STRANGER: SLOG
(Dec. 22, 2014, 4:01 PM), http://slog.thestranger.com/slog/archives/2014/12/22/spog-is-still-an-ob
stacle-to-reform-at-the-seattle-police-department (emphasis removed).

342 Ansel Herz, Seattle Police Guild President Resigns After Offensive Facebook Post,
STRANGER, SroG (July 12, 2016, 9:51 PM), http://www.thestranger.com/slog/2016/07/12/
24337587/seattle-police-guild-president-resigns.

343 Jd.

344 Miletich, supra note 321.

345 Jennifer Sullivan, ‘Mellowed’ Leader at Helm of SPD Union Reflects on First Year, SE-
ATTLE TiMEs (Apr. 16, 2015, 6:28 AM), http://www.seattletimes.com/seattle-news/mellowed-
leader-at-helm-of-spd-union-reflects-on-first-year/. Smith praised the Chief for being the first in
recent history to work closely with the union. /d. Under past chiefs, he stated, the union had to
file grievances and unfair labor practices claims. /d.

346 Id.

347 Seattle Police Union Overwhelmingly Rejects Contract Offer, Q13 Fox (July 21, 2016,
3:52 PM), http://q13fox.com/2016/07/21/seattle-police-officers-union-spog-overwhelmingly-re
jects-contract-offer/.

348 Id. (“An email from the Seattle Police Guild (SPOG) said officers voted 823-156 to
reject the proposal. A source told Q13 News that among the sticking points, two loomed large.
The first was that officers oppose involuntary transfers for non-disciplinary reasons. The second
was that officers don’t want civilian investigators in the Office of Professional Accountability,
preferring instead that complaints be handled by sworn officers.”).
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B. Drawing Lessons from Experiences

One of the most important lessons from the examples above is
that while it might be difficult to convince unions to move away from
their core mission to protect their membership from discipline, their
defense of officers does not necessarily signal a lack of willingness to
engage in other reform efforts. Although reformers often view a
union’s defense of officers as a hindrance, sometimes this defense can
even facilitate reforms by exposing institutional and systemic
problems. For instance, as discussed in Part I, broken windows polic-
ing, the War on Drugs, and CompStat have together created intense
pressures on rank-and-file officers to increase summonses, arrests, and
stops and frisks. When officers complain or fail to meet their numbers,
they might be given negative performance evaluations, affecting their
ability to get promoted.

This occurred in 2012 when some NYPD officers believed that
their negative performance evaluations were the result of their com-
plaints about their precinct’s quota system.3* Patrick Lynch, the Presi-
dent of the NYPD’s police union, the PBA, brought attention to these
problems when he told newspaper reporters that these quotas were “a
department-wide problem.”?° A New York Times Magazine article on
the persistence of arrest quotas reported that officers who shared their
belief that the emphasis on numbers resulted in unnecessary arrests
feared retribution from the brass. One officer said that the rank-and-
file were “utterly demoralized and critical of the department. But they
don’t have a voice . . . . If they speak out, they get crushed.”33!

In 2005, the PBA challenged “the department’s obsession with
numbers” in a case involving an officer employed by the seventy-fifth
precinct who received a negative evaluation allegedly based on his
failure to meet the unofficial quota.?s? Years later, on May 7, 2012, the
PBA took out a newspaper ad attacking the quotas which read:
“Don’t blame the cop . ... Blame NYPD management for pressure to
write summonses and the pressure to convict motorists.”>* The ad
claimed the Department punished officers who did not write enough
tickets.>>* Similarly, in New Jersey, the union opposed orders from po-

349 GraHAM A. Rayman, THE NYPD Tapes 233 (2013).

350 Id.

351 Knafo, supra note 106. Interestingly, however, the article never mentioned the NYPD
police union as a source of protection for officers seeking to challenge harassment of minority
communities; officers instead turned to a civil rights suit against the NYPD. Id.

352 RAYMAN, supra note 349, at 43.

353 Id. at 234.

354 [d.
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lice management to meet quotas, which union president Stewart
claims created pressure on officers “to conduct baseless stops and
strained relations with community members.”35

Additionally, a union’s defense of officers can also facilitate
structural reforms. For instance, NYPD officers who spoke out against
the Department’s controversial stop and frisk practices did so anony-
mously because they feared retaliation and punishment.?** One officer
said that “punishments for falling short of quotas ranged from losing a
longtime partner, low evaluation scores, retraining and denial of days
off or overtime requests.”?” Other officers shared similar stories.?%
Although it is unclear whether the union played any role in protecting
these officers’ right to speak out against prevailing management prac-
tices, doing so would certainly fall within the union’s function.

Another lesson from the examples is the importance of giving
voice to rank-and-file officers in reform efforts. However, much of the
policing literature observes that most reform efforts take a top-down
approach. Police chiefs, politicians, and reformers often complain that
the union and the collective bargaining agreement are obstacles to re-
form, and many police reformers have long accepted the idea that re-
form can only be accomplished through a top-down process.?*

The wariness of some reformers about the willingness of police
unions to embrace reform can be traced to the political activism of

355 Emmanuel, supra note 147.

356 E.g., The Nation, The Hunted and the Hated: An Inside Look at the NYPD’s Stop-and-
Frisk Policy, YoUuTusBE 1:10 (Oct. 9, 2012), https://www.youtube.com/watch?v=7rWtDMPaRD8.

357 Ryan Devereaux, ‘We Were Handcuffing Kids for No Reason’: Stop-and-Frisk Goes on
Trial, NaTioN (Mar. 28, 2013), https://www.thenation.com/article/we-were-handcuffing-kids-no-
reason-stop-and-frisk-goes-trial/.

358 Id. (“[A]nother Bronx police officer, Pedro Serrano . . . testified that failing to meet the
precinct’s quotas translated in low evaluation marks. From 2010 to 2011, his scores dropped in
every evaluation category. In 2012, he recorded more arrests and summonses, he testified, but
his evaluations stayed the same because he performed only two stop-and-frisks for the entire
year.”).

359 See Skogan, supra note 42, at 149 (describing union resistance to community policing
efforts); Wesley G. Skogan, Community Policing: Common Impediments to Success, in CommU-
NITY PoLICING 159, 164 (Lorie Fridell & Mary Ann Wycoff eds., 2004) (noting that “[i]n a West
Coast city, the union protested strongly against the community policing program (giving it the
familiar ‘social work’ label) and threatened to keep officers from appearing at training at all”);
Walker, supra note 28, at 92; see also SKLANSKY, supra note 119, at 156 (“The dominant mind-set
of police departments, police reformers, appellate judges, and criminal justice scholars—the
dominant mind-set, in short, of nearly everyone who thinks about policing and its problems—is,
and has long been, that policing is a place for top-down management. Good police officers are
police officers who follow rules. Police unions, and police organizing more generally, are obsta-
cles, not opportunities.”).
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unions during the late 1960s,>*® when unions opposed citizen review
boards and reform-oriented chiefs,*! in addition to pursuing improve-
ments in wages, benefits, and seniority.?? Police activism during this
time often took the form of “rabid, knee-jerk opposition to civilian
oversight, active participation in far right-wing organizations, vigilante
attacks on black activists, [and] organized brutality against political
protesters.”?* Today, statements and actions by police unions and
rank-and-file officers continue to lend support to the view that police
rank-and-file share a monolithic occupational mindset and subculture
of paranoia, insularity, and intolerance.3%*

It is also undoubtedly true that the crime-fighting ideology of
professionalism in policing and the law-and-order rhetoric of the polit-
ical right had a long-term impact on police officers and their unions,
even though most police union leaders now are in the middle of the
political spectrum.?*5 Additionally, some resistance to reforms can be
explained by rank-and-file opposition to policies that require them to
retreat from their traditional, aggressive crime-control orientation.
This should not be surprising, however, because many likely joined
the police department relying upon the type of policing that is cur-

360 SKLANSKY, supra note 119, at 55 (“Skolnick . . . saw police activism as a threat to the
rule of law: like judges or soldiers, police officers should be apolitical.”) (citing JERoME H. SkoL-
NICK, JusTICE WITHOUT TRIAL 286-88 (1966)).

361 See id. at 55 (citing STEPHEN C. HALPERN, POLICE-ASSOCIATION AND DEPARTMENT
Leapers 11-88 (1974)); see also SAMUEL WALKER, PoLiCE AccouNTtaBiLiTy 27-29 (2001);
SKOLNICK, supra note 360, at 278-81. For instance, “the 1971 vote of no confidence in Chief
Charles Gain of the Oakland Police Department by the local Police Officers’ Association. Gain
was a committed reformer who won the respect not only of Skolnick but also other scholars who
used the Oakland department for sociological research on the police.” SKLANSKY, supra note
119, at 217 n.144.

362 SKLANSKY, supra note 119, at 55.

363 Sklansky, supra note 40, at 1241; see, e.g., Paoline, supra note 52, at 200 (“[M]any have
asserted that the major barrier to reforming the police is the [police] culture.”); Skogan, supra
note 42, at 148-49 (describing union resistance to community policing efforts in Chicago);
Walker, supra note 28, at 95 (“Anecdotally, police chiefs routinely complain that they are una-
ble to undertake certain innovations because of the police union and the collective bargaining
agreement.”).

364 Sklansky, supra note 80, at 20; see Manning, supra note 41, at 59 (noting that discussions
of the rank-and-file “have been conflated into a caricature”); Paoline, supra note 52, at 200
(“Most connotations of police culture are negative.”); REporT OF THE NEW YORrK City Com-
MISSION TO INVESTIGATE ALLEGATIONS OF POLICE CORRUPTION AND THE ANTI-CORRUPTION
PROCEDURES OF THE POLICE DEPARTMENT (1994), reprinted in 6 NEw York Crty PoLice Cor-
RUPTION INVESTIGATION COMMISSIONS, 1894-1994, 1, 107 (Gabriel J. Chin ed., 1997) (discussing
the culture of corruption within the organization); REPORT OF THE INDEPENDENT COMMISSION
oN THE Los ANGELEs PoLicE DEPARTMENT ix—xii (1991) (documenting a similar culture of
corruption).

365 See Kelling & Kliesmet, supra note 33, at 204.
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rently in vogue and taught in most police academies and in their de-
partments. Thus, changes to policing tactics might seem like a bait-
and-switch, especially when measures of officer success have not kept
pace with changes in policing tactics such as community policing.

However, attributing resistance solely to rank-and-file intransi-
gence ignores how the typical top-down approach to reforms can also
predictably lead to resistance. Resistance often stems from people’s
“opposition to, or frustration with, enactments of power.”3% Research
from the study of power reveals that certain exercises of authority can
breed deep resentment among lower-level employees, resulting in re-
sistance to employer-mandated policies and procedures. One form of
power that predictably produces frustration is failing to provide em-
ployees with a voice in decisionmaking.?” Voice is important because
it expresses to workers that their views are significant enough to be
considered.?*® Failing to give employees’ voice, or providing them with
illusory voice,** not only serves as a sign of their low status, but also
deprives them of interactions with power holders that can favorably
influence their attitudes.>”

These studies of the significance of voice in the workplace corre-
spond to studies of police culture and suggest the importance of police
union involvement in police reform. Studies of the successes and fail-
ures of community policing models have found that proper training of
officers and a participatory management style are correlated with
more positive officer attitudes about community policing.’”* For
instance:

Street officers in Chicago who feel well trained in COP

[community-oriented policing] hold much more positive atti-

tudes about their jobs than officers who do not feel well

366 Thomas B. Lawrence & Sandra L. Robinson, Ain’t Misbehavin: Workplace Deviance as
Organizational Resistance, 33 J. Mamt. 378, 380 (2007); see also Mitch Rose, The Seduction of
Resistance: Power, Politics, and a Performative Style of Systems, 20 Exnv’t & PLan. D 383, 387
(2002) (noting that “practices of ‘resistance cannot be separated from practices of domination:
they are always entangled in some configuration’”).

367 See David 1. Levine, How Business and Employees Can Both Win: Advantages and Dis-
advantages of Employee Involvement, U.C. BErkLEY: COHRE (Jan. 27, 1999), http:/
www.irle.berkeley.edu/cohre/levine/adv.html.

368 E. Allan Lind et al., Voice, Control, and Procedural Justice: Instrumental and Noninstru-
mental Concerns in Fairness Judgments, 59 J. PERsONALITY & Soc. PsycHoL. 952, 952 (1990).

369 See id. at 953 (“[P]eople react quite negatively to ostensibly high voice procedures when
repeated unfavorable outcomes or communications from others focus attention on possible bi-
ases that might subvert the impact of their voice.”).

370 Tom R. TyLER, WHY PEOPLE OBEY THE Law 176 (2006).

371 Richard E. Adams et al., Implementing Community-Oriented Policing: Organizational
Change and Street Officer Attitudes, 48 CRIME & DELING. 399, 403-04, 421 (2002).
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trained; they are also more optimistic about the impact of
COP on crime if they feel a part of the decision-making pro-
cess. Agencies that imposed community policing and main-
tained a top-down, paramilitary decision-making style
tended to meet with strong officer resistance.?”

Moreover, it is likely that the insights and creativity of rank-and-
file officers can revolutionize policing. “[L]ine personnel are a power-
ful and important resource . . . to improve policing [and] the relation-
ship between police and citizens.”?”> Another example from Seattle
demonstrates this point. In October of 2011, Seattle unveiled an ambi-
tious and unique four-year pilot program to address the major prob-
lem of open-air drug markets in the downtown Seattle corridor.?* The
Law Enforcement Assisted Diversion (“LEAD”) program is a pre-
booking program that gives police officers the discretion to divert in-
dividuals engaged in low-level drug and prostitution crimes to commu-
nity-based services instead of jail and prosecution.?”> The program was
the first of its kind in the country and resulted from a successful col-
laboration between unlikely partners including the public defender’s
office, the prosecutor’s office, community groups, nonprofit organiza-
tions such as the ACLU, and top command from the SPD.37¢

Like many other reform efforts that seek to change street-level
policing practices, LEAD policymakers followed a top-down ap-
proach. They sought input from high-level police officials, social scien-
tists, advocates, and community leaders.’”” Although patrol officers
from one precinct of the SPD were given significant responsibility for

372 Id. at 404 (citations omitted).
373 Kelling & Kliesmet, supra note 33, at 210.

374 KATHERINE BECKETT, SEATTLE’S LAW ENFORCEMENT ASSISTED DIVERSION PROGRAM
4 (2014), http://leadkingcounty.org/lead-evaluation/ (follow “View previous 2014-LEAD Process
Evaluation” hyperlink).

375 Dan Satterberg, a King County prosecutor, stated that officers will continue to patrol
open air drug markets, “but they will now have . . . a compassionate option and a hopeful option
for people who have lost their way.” Millionair Club Charity, Law Enforcement Assisted Diver-
sion (LEAD) Program News Conference 10/13/2001, YouTuse 2:04 (Dec. 9, 2011), https://
www.youtube.com/watch?v=fls4B4V5-1U; see also KingCountyTV, Prosecutor’s Partners - Ever-
green Treatment Services, YouTuBe 4:17 (July 22, 2014), https://www.youtube.com/
watch?v=rxo8qPgQq_M (“The officer gives that person a choice. Do you want to go to jail or do
you want to go to LEAD?”).

376 See LFA Group, Law ENFORCEMENT AssisSTED Diversion (LEAD) PROGRAM AND
EvarLuaTtioNn PLaN NARrRATIVE (2011), http://leadwa.squarespace.com/storage/LFA %20Evalu
ation%20Narrative %20-%20February %202012.pdf.

377 Cf. Mark Bevir & Ben Krupicka, Police Reform, Governance, and Democracy, in Po-
Liceé OccupatioNaL CULTURE, supra note 41, at 153, 173 (discussing top-down approach).
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making the program work, their input was never sought.?® Rather, the
reformers used the ubiquitous top-down approach and worked only
with top command in developing the policy.>”

The new program was poised to be a huge success.** Command-
level officers within the police department fully supported the pro-
gram.’! As a result, they instituted new rules and policies for patrol
officers to follow.?s? There was just one problem. Despite the absence
of overt resistance to the program from the rank-and-file officers re-
sponsible for its implementation, there was significant opposition be-
hind the scenes.’®® In fact, not only did patrol officers resent the
program, but middle managers within the department were also suspi-
cious.®® The unique and groundbreaking cooperation between top
command and outside agencies and experts may have aggravated
rank-and-file resentments. As two policing scholars note, rank-and-
file officers do “not appreciate being told what to do by outsiders,
especially outsiders whom they perceive as unacquainted, or at least
out of touch, with the daily demands of their job.”3%5 Consequently,
while these officers did not publicly voice their disapproval of LEAD,
some quietly and covertly failed to implement it.38¢ This hidden resis-
tance would not have been discovered but for the fact that the pro-
gram’s evaluation process included focus groups with middle
management.38’

It is unsurprising that the rank-and-file were suspicious of the
policy. Although top command was heavily involved in working out its

378 See Sara Jean Green, LEAD Program for Low-Level Drug Criminals Sees Success, SE-
ATTLE TIMES (Apr. 9, 2015, 12:00 PM), http://www.seattletimes.com/seattle-news/crime/lead-pro
gram-for-low-level-drug-criminals-sees-success/; Interview with Lisa Daugaard, supra note 331.

379 See Toch, supra note 54, at 66; see also Bevir & Krupicka, supra note 377, at 173 (“The
top-down view of the policy process held by many reformers means that local police departments
and rank and file officers are often only cursorily consulted about reform programs.”); Walker,
supra note 28, at 103 (“One aspect of the neglect of police unions has been the failure of ac-
countability advocates to involve union leaders in discussions of reform measures.”).

380 See Green, supra note 378 (quoting an author of a LEAD evaluation saying that the
program “looks very promising”).

381 See BECKETT, supra note 374, at 21.

382 Id.

383 Id.

384 Interview with Lisa Daugaard, supra note 331; see also BECKETT, supra note 374, at
21-27; Skogan, supra note 42, at 145.

385 See Bevir & Krupicka, supra note 377, at 173; see also Skogan, supra note 42, at 147
(“Police are skeptical about programs invented by civilians.”).

386 See BECKETT, supra note 374, at 25.

387 See generally id.
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final details, this was unlikely to alleviate rank-and-file concerns.3s8
Furthermore, failing to give them any voice likely fueled existing re-
sentments because it communicated to them just how unimportant
their views were and just how low their status was within the depart-
ment. To make matters worse, they were one of the only groups ex-
cluded from policymaking that would actually be affected by the
policy. Members of the community and other organizations through-
out the City gave their input.>® Finally, because the rank-and-file had
no contact with the civilian reformers, they had no opportunity to de-
velop a different opinion about their motives.3%

Rank-and-file resistance to LEAD was not open and obvious.
There was no public position taken by the union against the policy and
the officers did not publicly voice their disapproval. Rather, they en-
gaged in what political scientist James Scott refers to as “everyday re-
sistance”: acts of resistance that are meant to frustrate or defeat
formal dictates in ways that are designed not to be discernible.?*! Their
resistance was only discovered because LEAD’s evaluation process
called for the creation of focus groups made up of sergeants from the
department.®*? During discussions, the sergeants not only disclosed
their own reservations about the policy, but they also shared the re-
sentments of the rank-and-file.?>* These resentments and mistrust had
led the rank-and-file to quietly and covertly undermine the policy on
the street.>*

In response, the group began to work closely with the sergeants
and some rank-and-file officers to determine what the problems were

388 Id. at 2 (“One of the most significant challenges for LEAD stakeholders in Seattle has
been eliciting officer buy-in despite strong support from police leadership for LEAD.”).

389 See id. at 5; Innovative LEAD Project Sends Drug Offenders to Services Instead of Jail,
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cludes “representatives from the Seattle Office of the Mayor; King County Executive Office;
Seattle City Council; King County Council; Seattle City Attorney’s Office; King County Prose-
cuting Attorney’s Office; Seattle Police Department; King County Sheriff’s Office; Washington
State Department of Corrections; Belltown LEAD Community Advisory Board; Skyway LEAD
Community Advisory Board; The Defender Association; and the ACLU of Washington”).

390 Additionally, they had no opportunity to voice their valid concerns such as whether
their new responsibilities would simply be added on to their existing duties, whether they would
be given credit for referring people to treatment, and whether these new responsibilities would
require more paperwork without any decrease in their existing duties.

391 ScorT, supra note 77, at 190, 195, 198.
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393 Interview with Lisa Daugaard, Director of the Public Defenders Association (Nov. 18,
2011).
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and how to best address them.*> This process entailed giving these
groups a voice and the ability to make changes to LEAD in response
to their concerns. While the officers were initially skeptical about
whether the group was actually interested in obtaining their input,
they slowly came around.?%

Today, not only has the program improved,**’ but the relation-
ships of trust that were formed between members of the police depart-
ment and reformers have fostered additional gains in other areas.
Importantly, it is not that all rank-and-file officers bought into the
program, but, rather, that while some still questioned the substance of
the policy, they also worked towards improving its efficacy.’*® Giving
genuine voice to officers and treating them with respect affected their
attitudes and behaviors towards LEAD.** This occurred even though
many continue to disagree with the substance of the policy.*° Being
included in the process, rather than being marginalized, and having
quality interpersonal interactions with reformers helped mitigate feel-
ings of distrust and skepticism from the lower ranks.*' According to
one of the reformers who founded LEAD, the program is having an
important and positive impact in the community due to innovations
from rank-and-file police officers and sergeants.*

In sum, the Seattle experience provides some evidence that rank-
and-file officers can play a significant role in reform-oriented poli-
cymaking. Although this role did not involve the union per se, the
union also did not file grievances and other collective bargaining chal-
lenges that they could have brought. Furthermore, the relationships of
trust that developed between some members of the rank-and-file and
the outside reformers have facilitated other reform efforts. With this
type of close contact, reformers can gain a better understanding of the
major concerns of the rank-and-file and the union and attempt to ad-
dress them.

395 See BECKETT, supra note 374, at 22.

396 See id. at 23 (“In these groups, too, officers noted that some of their critiques and sug-
gestions had resulted in concrete changes to the protocol. For example, [one] sergeant com-
mented that the fact that officers got ‘a say’ in how the program would work enhanced police
cooperation . . . .”); see also id. at 36, 42.

397 Green, supra note 378 (discussing study which shows success of the program).
398 See BECKETT, supra note 374, at 26-27.

399 [d. at 23.

400 [d. at 26.

401 [d. at 27-28.

402 [d. at 43.
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Giving the rank-and-file a voice in implementing reforms can also
facilitate more positive relationships between the rank-and-file and
police management. The more contact management has with the rank-
and-file, the less likely union leadership can successfully paint a falsely
negative picture of management to ensure that rank-and-file officers
continue to join the union, increasing the power, influence, and
budget of union leadership.

Policymakers cannot afford to disregard the dynamics of power
within police departments for at least two reasons. First, the way that
power is exercised within departments can influence whether rank-
and-file officers view reforms as legitimate and entitled to deference,
or whether they attempt to undermine them through acts of resis-
tance. Policymakers should recognize that when they work solely with
the top command levels of police departments, they might uninten-
tionally exacerbate rank-and-file frustrations with existing power ar-
rangements, leading to resistance to any new policies that might be
enacted.*? Thus, although reformers may believe they have achieved
success because police management has enacted new policies and pro-
cedures in response to their concerns, their failure to engage the rank-
and-file may ultimately doom their efforts.

Second, the dynamics of power also reveal that resistance may
occur without the knowledge of police management or outside policy-
makers. Hidden acts of resistance in the face of power are ubiquitous
because open opposition by subordinate groups often has adverse
consequences, especially in the workplace.*** For instance, an em-
ployee who candidly expresses her displeasure and disagreement with
rules and policies directly to her supervisor may significantly reduce
her opportunities for promotion or other discretionary employment
benefits. Because street officers operate primarily out of sight of man-
agement, they have numerous opportunities to engage in covert resis-
tance to reform-oriented policies. When resistance is subtle rather
than overt, management and reformers may be unaware that the new
policy is not being implemented.*0

What the analysis thus far has shown is that police unions have
strong incentives to resist policies imposed without their involvement
in policy development, but also that when they are involved in policy
development and when the reforms are not simply focused on harsher
and swifter punishment of officers, police unions have supported

403 ]d. at 26.
404 See ScorT, supra note 77, at 155.
405 See BECKETT, supra note 374, at 21-26.
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them. The question to which this Article now turn is whether it is fea-
sible to use the levers of labor law to increase the incentives for de-
partments and unions to collaborate in developing and implementing
reforms.

IV. CaANGING PoLicE UNIONS

One would search in vain for any account of the problems with
policing or the avenues for reform that doesn’t place substantial em-
phasis on changing rank-and-file police culture and the supervision
and training of the rank-and-file. As the DOJ concluded in its August
2016 Report on the Baltimore Police Department (“BPD”), “[t]he
constitutional violations described in [the] findings result in part from
critical deficiencies in the BPD’s systems to train, equip, supervise,
and hold officers accountable.”# DOJ found that, among other
things, the BPD does not “collect and analyze reliable data” to allow
early interventions to deal with problematic officer conduct; does not
consistently accept, investigate, or respond to complaints of even seri-
ous misconduct; and “many officers are reluctant to report misconduct
for fear that doing so is fruitless and may provoke retaliation.”#” The
set of best practices promulgated by the International Association of
Chiefs of Police, along with empirical research on police, agree that
rank-and-file officers should be involved in the development of poli-
cies, and in-depth analyses of problematic police departments often
find that the rank-and-file are not involved in policymaking and resist
the implementation of reforms.*® Although scholars and commenta-
tors urge greater public involvement and transparency, more will be
required than just public involvement and transparency to get police
culture to change.*® The question this Article answers is whether

406 DOJ BaLT. REP., supra note 13, at 128.

407 Id. The DOJ made similar findings in the recent DOJ Chicago Report. See DOJ CHr.
REP., supra note 10, at 110, 124.

408 See W. Dwayne Orrick, Int’l Ass’n of Chiefs of Police, Best Practices Guide: Develop-
ing a Police Department Policy-Procedure Manual 2-3, http://www.theiacp.org/portals/0/docu
ments/pdfs/BP-PolicyProcedures.pdf (last visited Mar. 29, 2017); see, e.g., Nicole E. Haas et al.,
Explaining Officer Compliance: The Importance of Procedural Justice and Trust Inside a Police
Organization, 15 CRIMINOLOGY & CRiM. JUST. 442, 445, 457 (2015); see also DOJ BaLt. REP.,
supra note 13, at 129-30 (finding that BPD does not seek officer input into policy development
with the result that officers find policies to be “confusing and opaque” and “lack . . . confidence
in the policy guidance BPD provides”).

409 The recent proposal by Professor Rushin proposes greater public involvement as the
major policy reform to address police misconduct. See generally Rushin, supra note 20. Past
experiments with increased public oversight alone suggest that this reform is likely to encounter
substantial resistance from rank-and-file insufficient to transform police practices absent dra-
matic changes in management that will generate trust of the rank-and-file. What is needed are
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changing certain institutional structures of employee representation,
including police unions, will promote rank-and-file support for mea-
sures that would improve community policing, transparency, and ac-
countability. In short: yes.

Principles of labor law should be used to create leverage within
police departments for officers and supervisors who support reform.
In particular, organizations of officers other than the majority union
should be empowered to meet and confer with department leaders
over the formulation and implementation of policies relating to com-
munity policing, data collection and analysis, and transparency. Sec-
tion A outlines the appropriate incursions on the labor law principle
of exclusive representation. Section B then addresses the specifics of
the proposal. This Part concludes by addressing some potential
questions.

A. Why Empower New Labor Organizations in Police
Departments?

The literature on policing, the investigations of particular police
departments, and the news coverage of policing since Ferguson sug-
gest that officers throughout the hierarchy in many police depart-
ments are receptive to reform and willing to report and to try to
prevent unconstitutional conduct.*'® But most accounts of supporters
of reform either make no mention of the police union or suggest that
the union was at best indifferent to the problems and at worst hostile
to reform efforts and whistleblowers.*!* For example, the NYPD of-
ficer profiled in the February 2016 New York Times Magazine for his
efforts to challenge the persistence of racial inequities in police-citizen
encounters described being retaliated against and seeking support not
from the police union but from an association of Black NYPD officers
and joining a class action suit.#’> Another NYPD officer, Adrian
Schoolcraft, was retaliated against by management when he exposed
the crime data manipulation occurring due to the Department’s unof-
ficial quota policy, and the PBA did nothing to protect him.*> In the

reforms that garner rank-and-file support so that the practices are embraced willingly rather
than imposed through threat of discipline and public exposure. The reforms proposed here
should be considered in addition to public involvement, not in lieu of it.

410 See supra Section 111 A.

411 See supra Part 11.

412 Knafo, supra note 106.

413 See Len Levitt, Adrian Schoolcraft: Now It’s Getting Serious, HUFFINGTON PosT (MAY
25, 2011), http://www.huffingtonpost.com/len-levitt/adrian-schoolcraft-now-it_b_816281.html;
Graham Rayman, Adrian Schoolcraft, NYPD Whistleblower, Gets Law and Order: SVU Treat-
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LAPD, an association of Black officers supports Black Lives Matter
while the union does not.** The DOJ report on the BPD states that
investigators met with leadership of the Baltimore City Lodge No. 3
of the FOP, which represents all sworn BPD officers, and repeatedly
cites a 2012 FOP report critical of certain aspects of BPD. The DOJ
report notes a few provisions of the union contract that make officer
discipline more difficult but says relatively little about how the FOP
could be either an obstacle to or an agent of reform.+'> The DOJ re-
port on the Chicago Police Department states its investigators met
with representatives of the unions for rank-and-file, sergeants, lieuten-
ants, and captains, and the report notes that although there are obsta-
cles to accountability in the union contracts, there are also ways to
override these contractual impediments that the City rarely invokes.*'¢
If the reformers at the top of a police department had institutionalized
connections to reform supporters at the bottom of the hierarchy,
things might change.

In theory, unions could facilitate accountability. By protecting
rank-and-file officers from unfair decisions, unions could enable these
officers to exercise discretion and judgment, assure fairness in punish-
ing mistakes, and enable whistleblowing. Unions might prevent
scapegoating a single hapless officer when blame for mistreatment of
citizens belongs elsewhere. They could also work to counter manage-
ment’s insistence on dangerous policies, such as the case of NYPD
Officer Peter Liang, who shot an unarmed Black youth in a stairwell
while on duty in accordance with a policy of “training” rookie officers
by placing them in extremely dangerous situations, which had previ-
ously been identified by Commissioner Bratton “as a ticking time
bomb.”#7 Yet the examples above and in Part II suggest that unions
do not always play this role.

Changing demographics of large urban police forces may provide
a path forward to create such institutionalized connections among re-
formers throughout the hierarchy. As police departments have be-

ment, ViLLAGE Voice (Oct. 17, 2013, 7:00 AM), http://www.villagevoice.com/news/adrian-
schoolcraft-nypd-whistleblower-gets-law-and-order-svu-treatment-6687138; Graham Rayman,
NYPD Tapes 4: The WhistleBlower, Adrian Schoolcraft, ViLLAGE Voice (June 15, 2010, 4:00
AM), http://www.villagevoice.com/news/nypd-tapes-4-the-whistleblower-adrian-schoolcraft-
6429143.

414 See Abcarian, supra note 64.

415 DOJ Bavrt. REP., supra note 13, at 4, 17, 131-33, 151.

416 DOJ CHi. REep., supra note 10, at 46-47.

417 See Murray Weiss, NYPD Phases Out Programs that Pair Rookie Officers to Fight
Crime, DNAINFO: ON THE InsiDE (Feb. 12, 2016, 4:08 PM), https://www.dnainfo.com/new-york/
20160212/civic-center/nypd-phases-out-programs-that-pair-rookie-officers-fight-crime.
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come more diverse, identity-based groups representing officers have
gained members and influence. Recent work shows that “[a] diverse
police force mitigates group threat and thereby reduces the number of
officer-involved killings.”#'® The diversity of the police force is thought
to reduce excessive force through four processes: (1) it increases legiti-
macy of the police among minority communities; (2) it increases the
number of officers who may be more compassionate toward minority
communities; (3) it increases opportunities for contact between police
and citizens; and, perhaps most important, (4) it weakens solidarity
within the police community when confronted with threats.*® Thus,
although data remain unclear on whether the representation of Afri-
can Americans in the police directly influences the number of officer-
involved killings of African Americans, it is linked with “various fac-
tors associated with group threat and thereby eases the tensions be-
tween the police and African-American communities.”42

A diverse workforce is less likely to have a monolithic attitude
toward issues, but it is necessary to have a mechanism to translate the
diversity of perspectives into policymaking and implementation. That
institutional mechanism could be a diversity of labor organizations.
Such organizations already exist in many large departments. The next
step is to make them more effective in becoming a voice for reform.
That process may already be happening, as some mainstream police
unions are staving off the threat to their dominance as the police labor
representative by building their own bridges to civilian groups, both
inside and outside the labor movement.**!

A second and related way the institutionalization of alternative
labor organizations might transform police departments is by combat-
ting the proven tendency of police unions toward oligarchy. The soli-
darity that is essential for any union to function is especially powerful
in a workforce in which officers can endanger each other’s safety by
refusing to respond to a call for backup. The duty of fair representa-
tion, along with union constitutions and bylaws requiring regular dem-

418 Joscha Legewie & Jeffrey Fagan, Group Threat, Police Officer Diversity and the Deadly
Use of Police Force 30 (Columbia Law Sch. Pub. Law & Legal Theory Working Paper Grp.,
Paper No. 14-512, 2016).

419 Id. at 7-9; see SAMUEL WALKER ET AL., THE CoLoRr oOF Justici 180 (5th ed. 2012);
Brad W. Smith, The Impact of Police Officer Diversity on Police-Caused Homicides, 31 PoL’y
Stup. J. 147, 150 (2003).

420 Legewie & Fagan, supra note 418, at 32-33.

421 See WALKER ET AL., supra note 419, at 180; Sklansky, supra note 80, at 21. See generally
Ivan Y. Sun & Brian K. Payne, Racial Differences in Resolving Conflicts: A Comparison Between
Black and White Police Officers, 50 CRIME & DELINQ. 516 (2004).
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ocratic elections of leadership, are supposed to temper the tendency
toward oligarchy and to make the union leadership responsive to the
disparate views of the members.*?? Yet, as labor scholars have long
observed, oligarchy remains a significant issue for many unions, and
police unions are no exception.*>*> But the problem is not simply oli-
garchy, in the sense of control of the union by a few, but also that
union leadership in many cities seems unresponsive to the segment of
the rank-and-file who favor greater engagement with minority com-
munities especially. For example, as discussed above, in a number of
circumstances union leadership’s embrace of reform elicited a threat
from a segment of the membership to vote the reformers out of union
office, as happened in Seattle.*>* A Boston Police Department veteran
noted that “[u]nion leaders who might seek a collaborative role with
management in facilitating reform would not be re-elected to of-
fice.”#?> Alternatively, progressive forces within police departments
have struggled with more regressive union leadership. NYPD officers
attempted to oust PBA President Lynch after his hostile comments
following the killings of Eric Garner and others, but they were unsuc-
cessful.#2* Empowering a minority union might either goad the major-
ity union into supporting reform or provide an alternate channel for
reform-oriented officers to meet and confer with management about
reform with legal protection from retaliation for doing so.

Third, minority unionism might address the major criticisms of
public employee unions. One criticism is that they are not responsive
to the views of the full range of public employees and they promote

422 See, e.g., Martin H. Malin, The Supreme Court and the Duty of Fair Representation, 27
Harv. CR.-C.L. L. Rev. 127, 127-28 (1992).

423 The classic work on democracy and oligarchy in union governance is SEYMOUR MARTIN
LipseT, MARTIN A. TROwW & JaMmEs S. CoLEmaN, UnioNn DEmMocrAcy (1956). A more recent
discussion of the anomalous features of union governance is Cynthia Estlund, Are Unions a
Constitutional Anomaly?, 114 Micu. L. Rev. 169 (2015). See also Catherine L. Fisk, Workplace
Democracy and Democratic Worker Organizations: Notes on Worker Centers, 17 THEORETICAL
INnouiries L. 101, 106-07, 107 n.17, 113-16 (2016) (collecting and discussing other sources).

424 See supra notes 341-48 and accompanying text (referencing ouster of Seattle police
union President Smith).

425 Karoliszyn, supra note 9 (quoting Tom Nolan, a twenty-seven-year veteran of the Bos-
ton Police Department and current professor of criminology at Merrimack College).

426 See Alan Feuer, Patrick Lynch, Police Union Chief Who Fought de Blasio, Wins a 5th
Term, N.Y. Times (June 5, 2015), https://www.nytimes.com/2015/06/06/nyregion/patrick-lynch-re-
elected-to-lead-new-york-police-union.html?_r=0; Andres Jauregui, Coalition of NYC Cops Seek
Ouster of ‘Arrogant’ PBA President Patrick Lynch, HUFFINGTON Post (Jan. 21, 2015, 10:24
AM), http://www.huffingtonpost.com/2015/01/21/patrick-lynch-nyc-pba-boss-arrogant_n_65
15016.html.
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bad governance.*?” Another is that public employees and governments
agree to terms that are not in the public interest because taxpayers are
not represented in bargaining and public employee unions are a spe-
cial interest with disproportionate influence in the political process;
unions are able to get legislators and executive branch officials elected
and to lobby for legislation (e.g., the construction of more prisons or
harsher criminal sentences) that increase employment. Empirical sup-
port for and modeling that attempts to prove this argument exist, but
the evidence is mixed.*8

These criticisms were explored in a classic work written early in
the development of public sector unions, using the example of police.
Clyde Summers, a thoughtful scholar of labor law and a proponent of
the benefits of unionization, observed that government employee col-
lective bargaining is a political policymaking process and that the bar-
gaining process and the subjects over which public employees bargain
should be regulated by law to produce a desirable political framework
in which to make policy decisions.*?° Discussing police disciplinary
procedures, Summers postulated that a police union “probably repre-
sents the consensus of” officers in negotiating to foreclose public re-
view of discipline.**° He suggested that a public review board perhaps
ought not be subject to bargaining, because there would not be a fair
airing of all sides of the issue.**' A public review board, he said, is
unlikely to be opposed by “those interested in more police protec-
tion,” or by “the chief of police and the police commissioners who sit
on the employer’s side of the bargaining table,” and in bargaining be-
tween the union and the brass, no one represents the interests of
“those who fear that policemen will act abusively or unlawfully and
that their superiors will not take appropriate disciplinary action.”#3

427 See DiSaLvo, supra note 16 (criticizing public sector unions); see also Summers, supra
note 151; Harry H. Wellington & Ralph K. Winter, Jr., The Limits of Collective Bargaining in
Public Employment, 78 YaLe L.J. 1107, 1109, 1126 (1969) (proposing that the constitutional
nondelegation doctrine limit collective bargaining over certain public policy matters so that pol-
icy will “be made solely on the basis of the judgment of a designated official”). Even the staunch
defenders of public sector unionism acknowledge the potential for it to affect the democratic
process. See, e.g., Clyde Summers, Public Sector Bargaining: A Different Animal,5 U. Pa.J. LAB.
& Emp. L. 441, 445-47 (2003).

428 See, e.g., Kenneth G. Dau-Schmidt & Mohammad Khan, Undermining or Promoting
Democratic Government? An Economic and Empirical Analysis of the Two Views of Public Sec-
tor Collective Bargaining in American Law, 14 Nev. L.J. 414, 424 (2014).

429 See generally Clyde W. Summers, Public Employee Bargaining: A Political Perspective,
83 YaLE LJ. 1156 (1974).

430 [d. at 1196.

431 See id. at 1197.

432 [Id. at 1196-97.
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Thus, he concluded, collective bargaining “does not provide an appro-
priate political process for full discussion of the issue or for weighing
and reconciling the competing interests.”** The labor law doctrinal
response to the Summers argument would be to declare that citizen
review boards are not a permissible subject of bargaining so that
neither management nor the union could negotiate away the public’s
right to review some police policies.

Yet, for the reasons given above and in the literature on other
forms of institutional reform, limiting the power of a police union by
simply taking some issues off the negotiating table is not a solution to
the problem of police misconduct. It is essential to marshal the sup-
port of the labor force to implement policy, and the more discretion,
skill, and expertise is required for the work, the more important it is to
ensure that police officers at the bottom of the organization are given
an opportunity to voice their ideas and concerns. Moreover, the evi-
dence from states that prohibit public employee bargaining does not
suggest that having no union produces less police abuse.*3

The questions of accountability of police officers to the public
and police union leadership to the members exist even where there is
no institutionalized collective bargaining, as in North Carolina.** In
North Carolina, which prohibits governments from collectively bar-
gaining with organizations representing public employees, the FOP,
which claims 6,000 members among city police departments statewide,
decided to endorse the Republican candidate for governor because
the Democratic candidate, who was the North Carolina Attorney
General, brought criminal charges against a Charlotte-Mecklenburg
police officer who shot an unarmed Black man in 2013.43¢ The absence

433 Jd. at 1197.

434 See Reuben Fischer-Baum & Carl Bialik, Blacks Are Killed by Police at a Higher Rate in
South Carolina and the U.S., FIveETHIRYEIGHT (Apr. 8, 2015, 7:08 PM), https:/fivethirtyeight.
com/datalab/blacks-are-killed-at-a-higher-rate-in-south-carolina-and-the-u-s/; see also Gary A.
Harki, Norfolk Police Have Shot and Killed Twice as Many People as Any Other Agency in
Virginia Since 2010. Why?, VIRGINIAN-PiLOT: CoUrTs & CrRIME (May 1, 2016), http:/piloton
line.com/news/local/crime/norfolk-police-have-shot-and-killed-twice-as-many-people/article_7ec
82615-67¢3-5668-bfad-928bdc4a3874.html (discussing police violence in Virginia); Spirit of
Stokes’ Comments: Black Life Matters, Too, Mississipet NAACP (Jan. 7, 2016), http:/
naacpms.org/category/police-brutality/ (discussing police violence in Mississippi).

435 The most thoughtful analysis of the operation of public sector unions in states that do
not recognize public sector bargaining is Ann C. Hodges, Lessons from the Laboratory: The
Polar Opposites on the Public Sector Labor Law Spectrum, 18 CorneLL J.L. & Pus. PorL’y 735
(2009). We have not found a sustained effort to explain whether or why police misconduct is less
pervasive than in comparable states with unionized police forces in the literature critiquing po-
lice unions and police union contracts.

436 Michael Gordon & Jim Morrill, Lingering Anger Over Kerrick Case Boils Up in N.C.
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of institutionalized negotiating relationships in North Carolina means
that the decision about whom the FOP will endorse is perhaps one of
the most important things that the FOP decides. There is no legal ob-
stacle to police officers forming other groups to represent a different
point of view and collect contributions from their members to spend
on political activity. But the absence of such a tradition, and the ab-
sence of institutional support for such organizations in the states that
do allow public employee bargaining, give the FOP the practical abil-
ity to “speak for” all North Carolina police officers in the way news
organizations cover the event. What if there were an alternative or-
ganization that could rally the members and engage in discussions
with management over an alternative point of view?4 To create such
an institutional mechanism without producing a cacophony of voices
and chaos in negotiations would require some mechanism to cause
organizations to merge or form coalitions in order to match the lever-
age a long-established police union can exert. How that can be done is
described below.

B. A Form of Members-Only Bargaining

One old criticism of unions that has gained recent support, espe-
cially among conservatives and libertarians, asserts that collective bar-
gaining by a union chosen by the majority violates the rights of the
minority who disagree with the union’s position.**® This objection to
unions has particular salience in the case of police unions, especially in
departments where officers disagree about how to police minority
communities and whether arrests for certain relatively minor offenses
serve the public interest. While, for the moment, public employee un-
ions chosen by the majority remain the exclusive representative of all
employees in the bargaining unit, the recent litigation and legislative

Governor’s Race, NEws & OBSERVER (Aug. 16, 2016, 6:11 PM), http://www.newsobserver.com/
news/politics-government/election/article96030727.html. The Democratic candidate won the
election, though much of the coverage of the election focused on the Republican governor’s
support for H.B. 2, a bill that critics assailed as institutionalizing legal discrimination against
LGBT people. See Richard Fausset, Pat McCrory, North Carolina Governor, Concedes After
Acrimonious Race, N.Y. Times (Dec. 5, 2016), https://www.nytimes.com/2016/12/05/us/north-car
olina-governor.html.

437 1In Ricci v. DeStefano, 557 U.S. 557 (2009), a reverse discrimination challenge to New
Haven’s decision to discard the results of tests that had a disparate impact on Black firefighters’
chances for promotion, the firefighters’ union opposed the department’s decision to discard the
test results. See id. at 641 (Ginsburg, J., dissenting). This is another example of how a union can
hurt members of minority groups in ways other than through collective bargaining.

438 See SopHIA Z. LEE, THE WORKPLACE CONSTITUTION FROM THE NEwW DEAL TO THE
New RiGHT 2 (2014); Estlund, supra note 423, at 173-74.
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efforts to dramatically curtail bargaining rights of government work-
ers have invited consideration of alternative models.**

One model is members-only union representation with some kind
of proportional representation rule. This type of system existed for
some government employees prior to the development of modern
public sector labor law. California, for example, had a proportional
representation system for some public employees from 1961, when it
enacted its first public sector labor law statute, to 1976, when it
adopted new public sector labor statutes providing for exclusive repre-
sentation.*° The Winton Act,*#! as the old statute was known, did not
allow public employers to recognize an exclusive bargaining represen-
tative chosen by the majority.**? Instead, employee councils consisting
of representatives from the gamut of employee organizations were au-
thorized to meet with employers.** These councils were ostensibly to
save time for government agencies, allowing them to hear all opinions
at once.** The council included representatives from employees in the
form of organization representatives or even individuals.**> The Act
permitted the majority-employee organization to articulate the official
position of the employees, but provided a forum for other minority
organization representatives and individuals to express points of
view. 4o

The suggestions gleaned from these council meetings were han-
dled by the employer agency (i.e., the school board, because the Win-
ton Act applied to teachers).*” The employer had the legal right

439 See generally Friedrichs v. Cal. Teachers Ass’n, 136 S. Ct. 1083, 1083 (2016) (per curiam)
(affirming by equally divided Court legality of union opt-out regime); Harris v. Quinn, 134 S. Ct.
2618, 2623 (2014) (holding that the First Amendment does not permit “a State to compel per-
sonal care providers to subsidize speech on matters of public concern by a union that they do not
wish to join or support”).

440 CaL. Gov't CopE §§ 3500-3511 (West, Westlaw through Ch. 4 of 2017 Reg. Sess.). The
Winton Act was enacted in 1965 and covered only public school teachers. The Brown Act, which
covered other government employees, operated slightly differently. The systems are explained in
Darrell Johnson, Note, Collective Bargaining and the California Public Teacher, 21 Stan. L.
REev. 340 (1969). They were replaced by four statewide public sector labor laws, including the
MMBA which established collective bargaining rights for county and municipal employees (in-
cluding county sheriffs and city police). See generally Joseph R. Grodin, Public Employee Bar-
gaining in California: The Meyers-Milias-Brown Act in the Courts, 50 Hastings L.J. 717 (1999).

441 Winton Act, 1965 Cal. Stat. 4660.

442 See Grodin, supra note 440, at 718-19.

443 Johnson, supra note 440, at 355-56.

444 Id.

445 [d.

446 Id. See generally Grodin, supra note 440, at 732.

447 Johnson, supra note 440, at 354.
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under the Winton Act to make the final decision on all matters.*s The
Act recommended that employers incorporate agreed-upon items into
written resolutions, regulations, or policies, but these directives were
implemented in various ways across the state, and council procedures
differed from one city, county, or school district to another.**

This proportional representation system was replaced in Califor-
nia in 1976, and in other states by the early 1970s, for a variety of good
reasons. It was far from ideal. It was expensive and cumbersome. It
did not provide an organized system for shared decisionmaking be-
tween government employees and public administrators because deci-
sionmaking authority was left in the hands of the government
agency.** It instead generated conflict among different groups of em-
ployees and it was an obstacle to uniform policies across governmen-
tal units.*!

Majority rule through exclusive representation, in contrast, can
be more efficient as a system of governance, which is why it is the rule
in every democracy. But, sticking with political analogies, many parlia-
mentary democracies have governance systems that involve multiple
parties that form coalitions to create a majority, and that might be a
pattern worth considering for police unions if the concern is that
union leadership are systematically excluding voices within the rank-
and-file.

A variety of issues would need to be addressed, depending on
how radical a change in the existing system of representation a state
chose to adopt. If officers chose not to belong to the existing union, in
the twenty-two states that allow employers and unions to negotiate
contracts requiring payment of agency fees to a recognized labor or-
ganization,*? would employees be obligated to pay an agency fee to
the majority union or could they instead pay fees to their own? Would
the majority union retain the duty of fair representation to all repre-
sented employees or only some duty to its members?*? Would the

448 [d.

449 See id.

450 See Catherine Fisk, Challenge to ‘Fair Share’ Union Fees Unfair and Unworkable, Ebuc.
Wk.: ON CaL. (Oct. 6, 2015, 5:12 PM), http://blogs.edweek.org/edweek/on_california/2015/10/
challenge_to_fair_share_union_fees_unfair_and_unworkable.html.

451 [d.

452 See Right to Work States, NAT'L RiGHT TO WORK: LEGAL DEF. Founp., http:/
www.nrtw.org/right-to-work %20states [https://perma.cc/NHV2-GGL7] (last visited Mar. 29,
2017) (listing the states that have enacted legislation prohibiting contracts requiring payment of
fair share fees).

453 See, e.g., Fisk & Sachs, supra note 153, at 858.
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same collective bargaining agreement apply to all officers or only to
the members?

For the moment, a modest change is the best course of action
because it is the only one that might conceivably be adopted (as legis-
lative change is likely necessary), because it might allow beneficial
changes without destroying the police unions that function well, and
because incremental changes might allow governments to assess the
impact and unintended consequences and make corrections before
completely upending existing bargaining agreements and personnel
practices. To prevent undue disruption to existing unions and bargain-
ing relationships, the same principles of dues and fees as exist under
current law would apply, as would the duty of fair representation and
all the labor law that turns on the duty of fair representation. All that
would change is the department would have the duty to meet and con-
fer with a minority union provided it demonstrated a minimum level
of support—say, membership of twenty percent or more of the of-
ficers in the department. The minimum threshold of support would,
ideally, minimize the burden on police departments to meet and con-
fer with too many groups and would provide incentives for groups of
employees to band together to make their voices heard.

The scope of that duty to meet and confer would extend to any
topic relating to conditions of police employment other than terms in
the existing contract. In labor law terms, the duty to confer would
cover matters of policy that are not mandatory subjects of bargaining
under existing law. The purposes of this limit are several. It would
theoretically reduce majority union opposition to the proposal. It
would avoid destabilizing existing bargaining agreements and the de-
partment’s and government’s budget expectations resting on them. It
would prevent departments from cutting officer pay and benefits by
trading off responsiveness to minority unions about policing practices
and community relations for economic and job protections enjoyed by
all officers. The purpose of this limited duty to confer is to create an
institutional mechanism for police officers to be involved in poli-
cymaking and problem solving.*>* That is why the scope of the new

454 This proposal might look a bit like what has been happening in Missouri since 2007,
when the Missouri Supreme Court declared public employees have a state constitutional right to
bargain collectively even though the state lacks statutory regimes for union representation and
bargaining. Indep.-Nat’l Educ. Ass’n v. Indep. Sch. Dist., 223 S.W.3d 131, 133 (Mo. 2007) (en
banc). See generally MALIN ET AL., supra note 19, at 413-56. Some cities have adopted systems
providing for selection of an exclusive bargaining representative chosen by a majority, as under
the National Labor Relations Act, 29 U.S.C. §§ 151-169 (2012). See, e.g., Howard Wright, City
Can Establish Rules for Decertification of Police Union, Missour1 Pus. PoL’y & L. (May 24,
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duty omits the wages and working conditions as to which public sector
labor law currently imposes a duty to bargain. But it is not intended to
weaken the economic and disciplinary protections for which police un-
ions have bargained.

The proposal resembles some that have been made for the reform
of teaching, another area of public sector employment with high union
density and substantial controversy about whether unionization serves
the interests of the government employees and the public.*>s It also
more generally resembles proposals to create institutions of labor-
management cooperation that have been made many times for differ-
ent industries in that it provides a framework for collective discussion
of issues of mutual concern outside the context of union-management
negotiations over wages and working conditions.*¢ It echoes criticisms
of labor law scholars, including Martin Malin and Joseph Slater, con-
cerning the scope of the duty to meet and confer in the public sec-
tor.#7 According to Professor Malin, there is a lot of evidence that
when workers, through their unions, are given a voice in areas where
they have no right to bargain, the union’s role is transformed and bet-
ter policies result. For example, when school boards unilaterally im-
pose performance standards, it is not a surprise that unions do what
they can to protect teachers from adverse actions based on failing to
meet those standards. When school boards opt instead to work with
the union to develop those standards and use peer review to imple-
ment them, the unions become the protectors of the standards rather

2016), https://momunicipallaw.com/2016/05/24/city-can-establish-rules-for-decertification-of-po
lice-union/ (discussing St. Louis Police Department). Some issues common to other labor law
regimes have arisen, including, for example, proposals to make it more difficult for unions to
collect dues from members. See Jason Hancock, Missouri Republicans Fail to Override Veto of
Union Legislation, Kansas City Star: Buzz (May 13, 2016, 1:19 AM), http://www.kansascity.
com/news/local/news-columns-blogs/the-buzz/article77382392.html. But without a statewide bar-
gaining law, Missouri would be free to adopt an approach to union representation and bargain-
ing that departs from the usual majority rule and exclusive representation regime, although it
does not appear that Missouri or any of its political subdivisions have done so yet.

455 See generally Madeline L. Sims, Note, The Business of Teaching: Can a New Contract
Change the Culture?, 48 CoLum. J.L. & Soc. Progs. 605 (2015) (proposing reforms to teachers’
union negotiations, including an expansion of subjects of bargaining, as a part of school reform,
and arguing that outright elimination of teachers’ unions or narrowing the subjects of bargaining
will not improve education).

456 See, e.g., U.S. DEP'T OF LABOR, WORKING TOGETHER FOR PUBLIC SERVICE: FINAL RE-
PORT 1-12 (1996), https://www.dol.gov/dol/aboutdol/history/reich/reports/worktogether/working.
pdf.

457 See, e.g., Martin H. Malin, The Paradox of Public Sector Labor Law, 84 InpD. L.J. 1369,
1370 (2009); Joseph E. Slater, The Court Does Not Know “What a Labor Union Is”: How State
Structures and Judicial (Mis)constructions Deformed Public Sector Labor Law, 79 Or. L. REv.
981, 1032 (2000).
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than knee-jerk opponents. Union involvement in teacher peer review
leads to greater levels of attrition among poor performers than tradi-
tional methods of principal observation and discipline or dismissal for
failure to meet the standards.*

A similar phenomenon occurred in the 1990s, when President
Clinton by Executive Order created partnership councils and thereby
spurred the creation of a very successful partnership between the Cus-
toms Service** and the National Treasury Employees Union that rep-
resented customs agents.*® Data showed a substantial improvement in
job performance, even by metrics such as increased drug and currency
seizures.**! Similar results were seen in Oakland, when the police de-
partment developed a peer review system for reviewing officer uses of
force.*? As indicated above, during the pendency of the project the
department experienced a reduction in officer use of force.**3

This proposal also incorporates suggestions that labor law schol-
ars have made to incorporate identity-based groups into unionized
workplaces as a way of ensuring that the majority union does not sys-
tematically overlook the interests of minorities.** Officers could be-
long both to the minority union and to the majority union so that they
would not have to give up the benefits of majority union membership,
including the ability to vote on leadership and contract ratification

458 See Malin, supra note 457, at 1393-94; Charles Taylor Kerchner & Julia E. Koppich,
Organizing Around Quality: The Frontiers of Teacher Unionism, in CONFLICTING MISSIONS?
TeAacHERs UNiONs AND EpucaTIONAL REFORM 281, 290-91 (Tom Loveless ed., 2000).

459 The entity now known as the Bureau of Customs and Border Protection was formerly
known as the Customs Service. See CBP Through the Years, U.S. Customs & BOrRDER Pror.,
https://www.cbp.gov/about/history [https:/perma.cc/6BQ3-YQS8P] (last visited Mar. 29, 2017).

460 U.S. OFFICE OF PERSONNEL MGMT., LABOR-MANAGEMENT PARTNERSHIP: A REPORT
TO THE PRESIDENT (2000), http://www.opm.gov/Imr/report.

461 Malin, supra note 457, at 1396. A variation is the Minnesota law creating a meet and
confer process for professional employees, although it allows for only a single representative.
Minn. StaT. § 179A.08 (2015).

462 See Sklansky, supra note 80, at 30.

463 See supra Section III.A (discussing Chief Gain and his collaboration with Hans Toch).

464 See, e.g., Michael Selmi & Molly S. McUsic, Difference and Solidarity: Unions in A
Postmodern Age, in LaBour Law IN AN Era ofF GrLOBALIZATION 429, 433-34 (Joanne
Conaghan et al. eds., 2002); see also Marion Crain, Colorblind Unionism, 49 UCLA L. Rev.
1313, 1322-23 (2002); Marion Crain, Whitewashed Labor Law, Skinwalking Unions, 23 BERKE-
LEY J. Emp. & Las. L. 211, 224-29 (2002); Marion Crain & Ken Matheny, “Labor’s Divided
Ranks”: Privilege and the United Front Ideology, 84 CorNELL L. REv. 1542, 1599-1601 (1999);
Ruben J. Garcia, New Voices at Work: Race and Gender Identity Caucuses in the U.S. Labor
Movement, 54 Hastings L.J. 79, 102-12 (2002); Alan Hyde, Employee Caucus: A Key Institution
in the Emerging System of Employment Law, 69 Cur.-KenT. L. REv. 149, 159-62 (1993); Maria
L. Ontiveros, A New Course for Labour Unions: Identity-Based Organizing as a Response to
Globalization, in LABOUR Law IN AN ERA OF GLOBALIZATION, supra, at 417, 422-24.
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and the right to receive insurance and legal representation paid for by
union dues. Officers also could gain the benefits of membership in the
minority union, principally the ability to have a voice in the minority
union’s governance and priority-setting policies.

This proposal solves many of the unique problems associated
with police unions in the quest for reform. Police unions have been
isolated from the rest of the labor movement in many ways, but partic-
ularly in their disconnectedness from the social movement unionism
principles and practices that have reinvigorated many other unions. A
police minority group that shares a self-interest with Black Lives Mat-
ter or Moral Mondays is ideally situated to start trying to transform
the culture of the police department and the police union. A minority
union might find allies among the activists of Black Lives Matter and
other groups, which might empower the minority union to stand up to
what might be considerable pressure from the police union. That is a
type of protection for whistleblowing that simply cannot be legislated
or enforced by contract. And it might create momentum that would
attract quiescent dissenters from among the rank-and-file to abandon
their reflexive support for the union and its defense of miscreant
officers.*0

C. Will This Version of Members-Only Unionism Weaken Public
Sector Unions? And Is That a Bad Thing?

There are certain large and small objections to any proposal to
adopt any form of members-only bargaining, even one as minor as
this. We address two clusters of the most important objections below.

One major concern is that the proposal does too little. It is not
clear that adopting this limited duty to meet and confer with minority
organizations will change very much. Police officers have shown them-
selves to be quite loyal to their unions.**¢ This proposal leaves the ma-
jority union in charge of the economic contract terms and the
disciplinary system, at least in the jurisdictions where the disciplinary
system is in the contract rather than written into statute.*’ These are

465 There are precedents for this. As noted above, in Los Angeles, the police union
partnered with a civil rights lawyer and law professor to investigate the Rampart scandal pre-
cisely because they feared the union and individual officers would be scapegoated for a larger
problem, and other unions have tried to build bridges to civilian groups to stave off attacks on
the union See supra notes 61-63 and accompanying text.

466 See discussion supra Section 1.C.

467 See discussion supra Section IV.B (regarding the nature of the proposal) and Section
II.A (describing police discipline).
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the two top priorities for police,*® and the disciplinary system is the
biggest concern of police reformers.*®® Moreover, many protections
are written into statutes, and no system of union representation will
change that unless the majority union is weakened to the point that it
cannot block legislative change.*’° But the modesty of this proposal
should be seen as a feature rather than a bug, at least to those who
favor some reform but fear that radical change is either politically im-
possible or would wreak havoc on public employee labor relations and
thereby do more harm than good. As a modest development, it would
not change too much too fast, which might allow for innovation in the
fertile pockets of progressive police activism that do exist without de-
stabilizing existing bargaining relationships in departments that are
not already dysfunctional.

A second major concern is that the minority union would be eas-
ily undermined. Given the radioactive nature of some of the issues the
minority union might wish to discuss with management—e.g., civilian
review boards, the officers’ practice of “huddling” before making re-
ports on violence, racial disparities in arrests for minor infractions*’'—
a minority union would face considerable pressure from the majority
union and its members unlike those faced by other caucuses within
unionized workplaces. In some low-wage workers’ unions, for exam-
ple, few members of the union show up at meetings (because union
meetings take free time that many workers juggling jobs and family do
not have) and many probably do not care much about non-core con-
tractual issues.#’> But one can imagine police having intense interest in

468 See supra Section 1.C.1 (discussing goals for members in collective bargaining
agreements).

469 For example, Professor Rushin labels as problematic seven features of union contracts
or statutes, all of which concern the investigation and handling of discipline: (1) delays in interro-
gating officers suspected of misconduct; (2) giving officers access to evidence before interroga-
tion; (3) limiting consideration of or supervisor access to disciplinary history; (4) limiting length
of interrogation; (5) limits on the investigation of anonymous complaints; (6) limits on civilian
oversight of discipline; and (7) allowing arbitration of disputed disciplinary sanctions. See
Rushin, supra note 20, at 1220 fig.1.

470 See discussion supra Section 11.A.

471 See supra note 145 and accompanying text (civilian review boards); supra notes 184-86
and accompanying text (“huddling”); supra note 9 and accompanying text (racial disparities in
arrests).

472 See Meeting Attendance Rule in Utility Workers Local Disqualifies Reform Candidates,
Ass’N FOrR UN1oN DEMOCRACY, https://uniondemocracy.org/meeting-attendance-rule-in-utility-
workers-local-disqualifies-reform-candidates/ (last visited May 11, 2017); Nazgol Ghandnoosh,
Organizing Workers Along Ethnic Lines: The Pilipino Workers’ Center, in WORKING FOR JUs-
TICE 49, 55 (Ruth Milkman, Joshua Bloom & Victor Narro eds., 2010) (noting difficulty of identi-
fying workers and persuading them to take the risk and time to become involved in a worker
organization).
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these non-core contractual issues. Once minority unions have real
power, unlike the minority caucuses now, it is easy to imagine a police
minority union being quickly co-opted or sabotaged by internal union
confederates. Minority unions would, under this proposal, have the
right and responsibility to discuss contentious issues, like use of force,
statistical measures of police productivity, and other policing tactics
that have become extremely divisive. One could imagine officers who
are hostile to reform having intense interest in preventing the minor-
ity union from persuading management to make any significant
changes. Officers opposed to reform might sign up en masse to join
the minority union precisely to take it over and kill it. Or minority
union members might face intense pressure to defect to the majority
union so that the minority union would dissolve.

There are ways to design a minority union system to address
these concerns. Perhaps minority union membership could be confi-
dential, leaving the job of physically meeting and conferring with the
brass to the most courageous few who felt they could publicly stand
the pressure. Or the minority union might rely on the labor law princi-
ples that have allowed unions to fire stewards when they believe the
steward has become ideologically opposed to the union.*’® Public sec-
tor labor law in most jurisdictions already protects union activists
from retaliation or harassment,*’* and such protection would need to
be extended to supporters of the minority union as well as the major-
ity union.

To the extent that a system of representation gained traction, it
could produce the kind of chaos and cacophony that led to criticisms
of the proportional representation system in California before 1976.475
It could lead to expensive and slow discussions rather than any real
change in policy. Management could play the two unions off against
each other, thus weakening both. Those concerns could be amelio-
rated by careful design. The system could be limited to just one major-
ity and one minority union.

Moreover, to the extent that the change gave a minority union
power to negotiate any kind of binding agreement on any terms cur-
rently subject to the duty to bargain with the exclusive representative,
some complex problems would arise. Courts or public employee rela-

473 See THE DEVELOPING LABOR Law 2153-54 (Gwynne A. Wilcox et al. eds., 6th ed. 2014
& Supp. 2015).

474 See generally MALIN ET AL., supra note 19, at 428-50.

475 See, e.g., Grodin, supra note 440, at 728 (describing the uncertainty under the Brown
Act as to with whom the public employer was obligated to meet and confer).
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tions boards would have to decide how to recalibrate the mandatory
subjects of bargaining to enable participation of the minority union.
Significantly, they would have to decide whether discipline remains a
mandatory subject of bargaining, because so much of the controversy
over police violence focuses on the appropriate disciplinary process. If
it is, they would have to determine how to allow the minority union to
play a role in negotiation over the disciplinary system. If the minority
union were empowered to be at the bargaining table over design of
the disciplinary system, then questions would arise over how to in-
volve the minority union in the interest arbitration or fact-finding pro-
cess that often resolves bargaining disputes over mandatory subjects
of bargaining.

D. The Benefits of the Proposal Outweigh the Risks

The advantage this proposal has over most others being offered is
that this one has the possibility of garnering support from some rank-
and-file police officers who are dissatisfied with their union but see a
wholesale assault on police unionism as worse than the status quo. Of
course, if even the mildest version of this proposal were offered as
legislation, it may be impossible to enact or implement, precisely to
the extent it would weaken extant unions. In 2011, when Wisconsin
eliminated bargaining rights for most public sector employees, it did
not eliminate such rights for public safety employees.#’® Ohio, in con-
trast, tried to eliminate bargaining for every public employee and the
voters repealed the law by referendum.*”” Both of these are reminders
of the power of public safety unions even in climates that have a
strong antiunion strain.

Advocates of the benefits of police unions to police reform in the
1960s insisted that police unions could train officers in the values of
democracy and could remedy the alienated and repressive mentality
of the police by “involving as many policemen as possible in decision
making on all aspects of the department’s job.”#’® Creating an institu-
tional mechanism that gives space for minority unions to voice their
concerns would create incentives for existing unions to account for

476  Act of Mar. 11, 2011, 2011 Wis. Sess. Laws 23; see Wis. Educ. Ass’n Council v. Walker,
705 F.3d 640, 642 (7th Cir. 2013) (rejecting equal protection challenge to Act 10’s exclusion of
some employees from statutory right to bargain); Madison Teachers, Inc. v. Walker, 851 N.W.2d
337, 347 (Wis. 2014) (same).

477 See Rosenthal, supra note 8, at 693.

478 WiLLIAM A. WESTLEY, VIOLENCE AND THE POLICE: A SOCIOLOGICAL STUDY OF Law,
CusTtoM, AND MORALITY xvii (1970); see also GEORGE E. BERKLEY, THE DEMOCRATIC POLICE-
MAN 29-39 (1969).
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these opposing views. This might facilitate the development of the val-
ues of “trust, cooperation, communication, . . . leadership, . . . [and]
respect.”*” Working through inevitable disagreements would provide
opportunities for officers to learn these important values.*° Officers
might gain maturity, patience, and tolerance for different points of
view that can translate into better relationships and engagements with
the communities they serve.*$! Additionally, deliberating through dis-
putes and coming to a successful resolution will involve creativity and
problem solving; skills that are consonant with abilities they will have
to develop to successfully engage in community policing.*s

The reasons for encouraging a multitude of voices in reform-ori-
ented policymaking is not simply to increase buy-in and reduce resis-
tance. Rather, their contributions can help make the reforms
themselves more effective.483 There are two reasons for this. First,
policymakers both within and outside the department often believe
that their expertise makes them better equipped than the rank-and-
file to determine what reforms are necessary and how best to bring
them to fruition. They may be completely unaware of their own limi-
tations and information gaps. This “fallacy of expertise”** causes
policymakers to overlook the benefits of obtaining input from the in-
dividuals who will be tasked with executing their vision.*>

479 BUREAU OF JUSTICE ASSISTANCE, U.S. DEP’'T OF JUSTICE, supra note 98, at 25.

480 Political scientist William Ker Muir concludes that “an enjoyment of talk” is a quality of
good policemen, because officers who can handle “the contradiction of achieving just ends with
coercive means,” can avoid isolation and add to their “repertoire[s] of potential responses to
violence.” WiLLiaM K. MUIR, POLICE: STREETCORNER PoLiticians 4 (1977).

481 See Wuestewald & Steinheider, supra note 55, at 54 (noting that rank-and-file graduates
of the Leadership Program gained maturity, were groomed for leadership such that a dispropor-
tionate number have achieved promotions, and continued to remain “consistently . . . more en-
gaged in city and community issues generally. The communications and interpersonal skills
individuals learn and apply in the process of making collaborative, department-wide decisions
has a maturing affect [sic] on those involved.”).

482 George L. Kelling et al., supra note 54, at 272 (“Often, management’s attempt to man-
age culture through command and control merely fosters suspicion, isolation, insularity, demean-
ing perception of citizens, grumpiness, the ‘blue curtain,” and cynicism.”) (citing PETER K.
MANNING, PoLice WoRrk: THE SociaL ORGANIZATION OF PoLicING (1979)); see also Edwin
Meese 111, Community Policing and the Police Officer, in CoMMUNITY POLICING, supra note 41,
at 297, 310 (“It is unlikely that improved communication will occur between police officers and
citizens if effective communication within the department has not been established first.”).

483 Wuestewald & Steinheider, supra note 55, at 54 (noting that when shared leadership
was employed in Oklahoma, accepting the decisions made by the group “were usually vindicated
because they proved to be sound choices based on the firsthand knowledge and insights of those
closest to the work”).

484 Bevir & Krupicka, supra note 377, at 171.

485 Id. at 172 (“All too often the reformers have not recognized the particularity of their
own narrative, the importance of including actual police officers in the policy development pro-
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However, as previously discussed, rank-and-file officers will have
insights to share based upon their day-to-day engagement in street
policing. Involving top command in policymaking is not an adequate
substitute for the expertise and knowledge of the rank-and-file be-
cause high-level police managers might have lost touch with changed
circumstances on the street. Furthermore, top command officers may
be disconnected from the actual experiences of officers on the street
and thus may be unaware of the challenges posed by the reform to
street officers’ daily work. It would be more efficient to identify these
issues prior to implementation rather than after policies and proce-
dures have been changed.

The second reason to create mechanisms to ensure that a multi-
tude of voices are heard is that involvement of the rank-and-file in
decisionmaking can help mitigate inevitable misunderstandings and
miscommunications that occur when new policies are explained to
them. The rank-and-file will undoubtedly encounter unexpected
problems during the process of implementation. This “implementation
gap”% can occur even if officers are attempting to apply the reform in
good faith. Policymakers cannot anticipate every circumstance that of-
ficers will confront when they attempt to put a new policy into prac-
tice. Thus, they cannot possibly create rules that govern every
situation.*” As a consequence, officers inevitably interpret and modify
policy.*%¢ This process of interpretation can have both unforeseen and
unintended consequences not contemplated by the reformers.*® Also,
if officers were not involved in conceiving the policy, they may not
appreciate its goals and intent. Hence, their choices and judgments
will not be informed by a deep understanding of the policy’s purpose.

As a result of the implementation gap, policies may not work as
reformers intended, even when the rank-and-file are doing their best
to abide by them. If the rank-and-file are not given a voice, reformers
may not find out about the problems. Furthermore, top command and
policymakers may attribute the gap between theory and practice to

cess, or the variable and open-ended nature of the cultures and actions within which and to
which the reforms will have to apply.”).

486 Id. at 171; see also BROwN, supra note 60, at 22 (noting that the “politics of implementa-
tion” affect the outcomes of policies).

487 Bevir & Krupicka, supra note 377, at 171.

488 Id. at 170.

489 Id. (“Crucially, when the police interpret the reforms, they transform them, resisting
them or domesticating them in ways that have consequences unforeseen and certainly unin-
tended by the advocates of the reforms.”).
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rank-and-file obstinacy.*® In response, top command may increase
rank-and-file surveillance in order to control their behavior and pun-
ish them for transgressions, not realizing that the problems are due to
their own inability to anticipate how the policy would actually work in
practice.*! Ironically, this increased surveillance and control can lead
to resistance that may not have existed in the first place.*?

Thus, the failure to involve the rank-and-file not only deprives
the reform of being more effective, but it may also have the unin-
tended effect of generating resistance, as reformers attribute the fail-
ure of the policy solely to rank-and-file resistance. Two scholars
observe,

All too often, . . . this whole process becomes reiterative. The
reforms meet with police skepticism, the way the police re-
spond to them generates unintended consequences, the neg-
ative consequences then inspire another set of reforms that
again meets with local skepticism, and so on.

The continuous process of reform soon will reach . . . a
point where police are so weary of reform that they become
increasingly immovable. Constant reform undermines mo-
rale and breeds ever-greater skepticism about reform.*?

Engaging the rank-and-file in policymaking could help to avoid
some of the problems caused by the fallacy of expertise and the imple-
mentation gap. With involvement, rank-and-file officers could make
reformers aware of the challenges posed by the policies, both ex ante
and ex post. Rank-and-file officers inevitably make policy on the
street through their day-to-day interactions with the public.#** Involv-
ing the rank-and-file in formal policymaking might enhance the effec-
tiveness of the reform by improving information flows and rank-and-
file compliance.*>

This proposal can also help to change the notoriously entrenched
culture of police departments.*® Research suggests that people often

490 Jd. at 171.

491 Jd.

492 Allen, supra note 52, at 94 (“[C]lose supervision and productivity are negatively corre-
lated.”) (citation omitted); Toch, supra note 54, at 63 (“Actions inspired by mistrust tend to
breed resentment, which fuels obduracy and resistance. Resistance reinforces suspicion, which
incites intrusive monitoring moves, which breed resentment. And so the cycle continues . . . .”).

493 Bevir & Krupicka, supra note 377, at 170.

494 Allen, supra note 52, at 93.

495 See Bevir & Krupicka, supra note 377, at 176 (“Perhaps a more bottom-up approach to
police reform will bring greater success in implementing reforms.”).

496 See supra Part 11.
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engage in behaviors that they believe others are also engaged in.*’ In
other words, people imitate those around them. Psychologists refer to
this as “social proof.”#® However, often assumptions about another’s
beliefs are based on inaccurate information.*® One way to overcome
mistaken beliefs about what others are thinking is to make other views
salient and public. Minority union representation will show rank-and-
file officers that their potentially more open-minded and progressive
views are shared by others. Additionally, this minority unionism
would give outside reformers the opportunity to understand that there
are officers within the department who support their proposals and
this could lead to the forging of partnerships between police reformers
and officers within the department that can facilitate reforms.

Moreover, if decisionmakers are truly considering input from the
rank-and-file, it is likely that the policies that are eventually enacted
will incorporate some of their suggestions. Rank-and-file officers have
knowledge and expertise to share given their familiarity with the
street.5® They will have ideas that policymakers did not consider and
they can also highlight unanticipated problems. Additionally, reform-
ers may be unaware that their ideas as initially proposed are simply
unworkable for a variety of reasons from the mundane to the insur-
mountable.’t Thus, rank-and-file officers can help fill the gap be-
tween theory and practice.

Mechanisms to improve labor-management cooperation are es-
sential to police reform. It is misguided to suggest that the solution is
simply to make it easier for departments to fire or discipline officers
without changing the way that management relates to the rank-and-

497 See JoNnaH BERGER, ConTAGIOUS: WHY THINGS CaTcH On 128 (2013).

498 Jd.

499 See id. at 130.

500 As one policing scholar notes, the rank and file “often have important insights into the
impediments to more effective policing. . . . [They] have a wealth of unorganized and under-
utilizing knowledge about which police activities are not working and why. . . . Sadly, this kind of
knowledge is not exploited . . . in shaping strategies . . . .” BAYLEY, supra note 48, at 22 (citation
omitted); see also Herman Goldstein, The New Policing: Confronting Complexity, in Commu-
NITY PoLICING, supra note 41, at 71, 79 (“In rank-and-file officers, there exists an enormous
supply of talent, energy, and commitment that, under quality leadership, could rapidly transform
American policing.”). When shared leadership was employed in Oklahoma, accepting the deci-
sions made by the group “were usually vindicated because they proved to be sound choices
based on the firsthand knowledge and insights of those closest to the work.” Wuestewald &
Steinheider, supra note 55, at 54. Additionally, when “senior managers doubted a Leadership
Team decision . . . yet lent their support regardless, [such instances] became milestones of trust
and confidence for the agency.” Id.

501 Bevir & Krupicka, supra note 377, at 157; see also id. at 170 (noting that the reforms
may not be “a suitable fit with the lived experience of the officers”).
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file for at least three reasons. First, it may be politically impossible to
significantly reduce contractual or statutory protections for officers
accused of misconduct. Second, and by far more important, even if
every officer who Kkills a civilian unjustifiably were fired promptly and
criminally prosecuted, it is an empirical question whether police vio-
lence would decline through the operation of specific or general deter-
rence.’ [f some number of unjustified police shootings are the result
of poor training or bad management, one puts a great deal of faith in
enlightened police management to assume that eliminating job protec-
tions for rank-and-file officers will allow management to dramatically
alter patrol officers’ behavior to better safeguard the public. Even if
police union contracts and statutory LEOBORSs were revised to pro-
vide a speedier and more transparent disciplinary process that would
make it easier to terminate the employment of officers found to have
used improper force, still policing behavior might not change dramati-
cally if police management encourages practices that lead to excessive
force, arrests for minor infractions, or other kinds of law enforcement
strategies that harm minority communities.

CONCLUSION

The prevailing narrative suggests that rank-and-file officers in
general, and police unions in particular, are obstacles to reforms that
would make policing more transparent, accountable, and legitimate to
the citizenry. While there is certainly strong evidence to support this
view, this Article highlights examples of rank-and-file officers acting
individually, and some unions acting representatively, as key partners
in reform efforts that can improve the quality of policing. The essen-
tial question is how to increase the opportunities for officers to be a
positive force for the improvement of police services.

Discussions of the need for police reform understandably focus
on problematic officers and on unions that appear to be irredeemably
opposed to any reform oriented policies. What is lost in these discus-
sions is the recognition of the officers who could be partners in reform
efforts and who do not have a mechanism for making their voices
heard within the department, especially when the police union for
whatever reason either does not support their views or does not take
their views into account. Minority unionism in police departments

502 In this context, as noted above, see supra note 436 and accompanying text, there is no
evidence of less unconstitutional police conduct in jurisdictions like Virginia and North Carolina
that have no public sector bargaining than in jurisdictions that have it.
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gives these officers a voice by creating an institutional mechanism to
ensure that their views are heard.

This proposal expands the duty of management to meet and con-
fer with the police union to include subjects relating to reform. It pre-
vents the minority union from renegotiating the economic terms and
disciplinary system created by the majority union in the collective bar-
gaining agreement or invoking the interest arbitration system used to
resolve bargaining disputes between the majority union and the de-
partment. Thus, departments and police unions should support this
reform, as it respects their interests. The proposal, moreover, is built
on successful labor-management partnerships that have been used in
both federal and state systems and that demonstrably improved pro-
ductivity, morale, and the quality of service provided by government
agencies in which these types of labor-management councils have
been implemented.

Alternative proposals such as increasing public scrutiny of police
discipline and reducing job protections for police officers may not
achieve greater accountability or reduce unwarranted police violence.
While it is important to increase public scrutiny of police actions, do-
ing so will not necessarily further the goals of police accountability.
For instance, civilian members of panels that review the disciplinary
decisions of LAPD Police Chief Beck were “more likely than officers
to oppose the chief’s discipline recommendations.”s* Furthermore, if
eliminating job protections for officers would reduce police violence,
then it should be done. However, this proposal addresses the norma-
tive question of what kinds of procedural protections police officers
should have when accused of misconduct.5** Allowing a diverse set of
officers to participate in reform-oriented policymaking would force
the primary union to account for minority voices, force management
to account for a diversity of views, and help management and rank-
and-file officers to develop trust. Providing them voice and accounting
for their input shows them respect, gives them a sense of ownership,3°3

503 Editorial, Backers of Police Discipline Change Should Be Careful What They Wish for,
L.A. Times (Jan. 11, 2017, 5:00 AM), http://www.latimes.com/opinion/editorials/la-ed-lapd-
board-of-rights-20170111-story.html.

504 As Kate Levine argues, the procedural protections that police have negotiated for in
their union contracts or lobbied for in legislation are a model for how the most troubling aspects
of the criminal justice system should be reformed. Instead of eliminating these protections when
police are suspected of crime, she argues, these protections should be extended to all criminal
suspects. See Levine, supra note 20, at 1202.

505 Bevir & Krupicka, supra note 377, at 173 (“Reformers need to do more to secure prior
buy-in from rank and file officers, or the professional organizations that represent them, if they
want the rank and file to have a sense of ownership over the reforms.”).
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and will likely increase their perceptions of the department’s legiti-
macy. The benefits of experimenting with giving diverse voices a say
in reform-oriented policymaking is well worth the effort.




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles false
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Gray Gamma 2.2)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.1000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize false
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo true
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Remove
  /UCRandBGInfo /Remove
  /UsePrologue true
  /ColorSettingsFile (Color Management Off)
  /AlwaysEmbed [ true
    /AachenBT-Bold
    /AachenBT-Roman
    /ACaslon-AltBold
    /ACaslon-AltBoldItalic
    /ACaslon-AltItalic
    /ACaslon-AltRegular
    /ACaslon-AltSemibold
    /ACaslon-AltSemiboldItalic
    /ACaslon-Bold
    /ACaslon-BoldItalic
    /ACaslon-BoldItalicOsF
    /ACaslon-BoldOsF
    /ACaslonExp-Bold
    /ACaslonExp-BoldItalic
    /ACaslonExp-Italic
    /ACaslonExp-Regular
    /ACaslonExp-Semibold
    /ACaslonExp-SemiboldItalic
    /ACaslon-Italic
    /ACaslon-ItalicOsF
    /ACaslon-Ornaments
    /ACaslon-Regular
    /ACaslon-RegularSC
    /ACaslon-Semibold
    /ACaslon-SemiboldItalic
    /ACaslon-SemiboldItalicOsF
    /ACaslon-SemiboldSC
    /ACaslon-SwashBoldItalic
    /ACaslon-SwashItalic
    /ACaslon-SwashSemiboldItalic
    /AGaramondAlt-Italic
    /AGaramondAlt-Regular
    /AGaramond-Bold
    /AGaramond-BoldItalic
    /AGaramond-BoldItalicOsF
    /AGaramond-BoldOsF
    /AGaramondExp-Bold
    /AGaramondExp-BoldItalic
    /AGaramondExp-Italic
    /AGaramondExp-Regular
    /AGaramondExp-Semibold
    /AGaramondExp-SemiboldItalic
    /AGaramond-Italic
    /AGaramond-ItalicOsF
    /AGaramond-Regular
    /AGaramond-RegularSC
    /AGaramond-Semibold
    /AGaramond-SemiboldItalic
    /AGaramond-SemiboldItalicOsF
    /AGaramond-SemiboldSC
    /AGaramond-Titling
    /AgencyFB-Bold
    /AgencyFB-Reg
    /AGOldFace-BoldOutline
    /AGOldFace-Outline
    /AJenson-Italic
    /AJenson-Regular
    /AJenson-RegularDisplay
    /AJenson-RegularSC
    /AJenson-Semibold
    /Aldine721BT-Bold
    /Aldine721BT-BoldItalic
    /Aldine721BT-Italic
    /Aldine721BT-Roman
    /Algerian
    /AlternateGothic-No1
    /AlternateGothic-No2
    /AlternateGothic-No3
    /AmazoneBT-Regular
    /AmericanaBT-Bold
    /AmericanaBT-ExtraBold
    /AmericanaBT-ExtraBoldCondensed
    /AmericanaBT-Italic
    /AmericanaBT-Roman
    /AmericanGaramondBT-Bold
    /AmericanGaramondBT-BoldItalic
    /AmericanGaramondBT-Italic
    /AmericanGaramondBT-Roman
    /AmericanTypewriter-Bold
    /AmericanTypewriter-BoldA
    /AmericanTypewriter-BoldCond
    /AmericanTypewriter-BoldCondA
    /AmericanTypewriter-Cond
    /AmericanTypewriter-CondA
    /AmericanTypewriter-Light
    /AmericanTypewriter-LightA
    /AmericanTypewriter-LightCond
    /AmericanTypewriter-LightCondA
    /AmericanTypewriter-Medium
    /AmericanTypewriter-MediumA
    /AmericanUncD
    /AmerTypewriterITCbyBT-Bold
    /AmerTypewriterITCbyBT-Medium
    /Anna
    /Anna-DTC
    /AntiqueOliT-Bold
    /AntiqueOliT-Regu
    /AntiqueOliT-ReguItal
    /Arial-Black
    /Arial-BoldItalicMT
    /Arial-BoldMT
    /Arial-ItalicMT
    /ArialMT
    /ArialNarrow
    /ArialNarrow-Bold
    /ArialNarrow-BoldItalic
    /ArialNarrow-Italic
    /ArialRoundedMTBold
    /ArialUnicodeMS
    /Arquitectura
    /ArrusBlk-Italic
    /ArrusBlk-Regular
    /Arrus-Bold
    /ArrusBT-Black
    /ArrusBT-BlackItalic
    /ArrusBT-Bold
    /ArrusBT-BoldItalic
    /ArrusBT-Italic
    /ArrusBT-Roman
    /Arrus-Italic
    /Arrus-Roman
    /Arsis-Italic-DTC
    /Arsis-Regular-DTC
    /AvantGarde-Book
    /AvantGarde-BookOblique
    /AvantGarde-Demi
    /AvantGarde-DemiOblique
    /Avenir-Light
    /Avenir-Medium
    /BadlocICG
    /BadlocICG-Bevel
    /BadlocICG-Compression
    /BakerSignet
    /BankGothicBT-Light
    /BankGothicBT-Medium
    /BaskervilleBE-Italic
    /BaskervilleBE-Medium
    /BaskervilleBE-MediumItalic
    /BaskervilleBE-Regular
    /BaskOldFace
    /Bauhaus93
    /Bauhaus-Bold
    /Bauhaus-Demi
    /Bauhaus-Heavy
    /Bauhaus-Light
    /Bauhaus-Medium
    /Beaufort-Regular
    /Beesknees-DTC
    /Bellevue
    /BellMT
    /BellMTBold
    /BellMTItalic
    /BelweBT-Medium
    /Bembo
    /Bembo-Bold
    /Bembo-BoldExpert
    /Bembo-BoldItalic
    /Bembo-BoldItalicExpert
    /Bembo-BoldItalicOsF
    /Bembo-BoldOsF
    /Bembo-Expert
    /Bembo-ExtraBoldExpert
    /Bembo-ExtraBoldItalicExpert
    /Bembo-ExtraBoldItalicOsF
    /Bembo-ExtraBoldOsF
    /Bembo-Italic
    /Bembo-ItalicExpert
    /Bembo-ItalicOsF
    /Bembo-SC
    /Bembo-SemiboldExpert
    /Bembo-SemiboldItalicExpert
    /Bembo-SemiboldItalicOsF
    /Bembo-SemiboldOsF
    /Benguiat-Bold
    /Benguiat-BoldItalic
    /Benguiat-Book
    /Benguiat-BookItalic
    /BenguiatGothic-Book
    /BenguiatGothic-BookOblique
    /BenguiatGothic-Heavy
    /BenguiatGothic-HeavyOblique
    /BenguiatGothic-MediumOblique
    /Benguiat-Medium
    /Benguiat-MediumItalic
    /Berkeley-Bold
    /Berkeley-BoldItalic
    /Berkeley-Book
    /Berkeley-BookItalic
    /BerlinSansFB-Bold
    /BerlinSansFBDemi-Bold
    /BerlinSansFB-Reg
    /BermudaLP-Squiggle
    /BernardMT-Condensed
    /BernhardModernBT-Bold
    /BernhardModernBT-BoldItalic
    /BernhardModernBT-Italic
    /BernhardModernBT-Roman
    /BernhardModern-RegIta-DTC
    /BernhardModern-Regular-DTC
    /BickleyScriptPlain
    /BlackadderITC-Regular
    /Blackoak
    /Bodoni
    /BodoniAntT-Bold
    /BodoniAntT-BoldItal
    /BodoniAntT-Ligh
    /BodoniAntT-LighItal
    /BodoniAntT-Regu
    /BodoniAntT-ReguItal
    /Bodoni-Bold
    /Bodoni-BoldItalic
    /BodoniHighlightICG
    /Bodoni-Italic
    /BodoniMT
    /BodoniMTBlack
    /BodoniMTBlack-Italic
    /BodoniMT-Bold
    /BodoniMT-BoldItalic
    /BodoniMTCondensed
    /BodoniMTCondensed-Bold
    /BodoniMTCondensed-BoldItalic
    /BodoniMTCondensed-Italic
    /BodoniMT-Italic
    /BodoniMTPosterCompressed
    /Bodoni-Poster
    /Bodoni-PosterCompressed
    /BodoniSevITC-BoldItalOS
    /BodoniSevITC-BoldOS
    /BodoniSevITC-BookItalOS
    /BodoniSevITC-BookOS
    /BoinkPlain
    /BookAntiqua
    /BookAntiqua-Bold
    /BookAntiqua-BoldItalic
    /BookAntiqua-Italic
    /Bookman-Bold
    /Bookman-BoldItalic
    /Bookman-Demi
    /Bookman-DemiItalic
    /Bookman-Light
    /Bookman-LightItalic
    /Bookman-Medium
    /Bookman-MediumItalic
    /BookmanOldStyle
    /BookmanOldStyle-Bold
    /BookmanOldStyle-BoldItalic
    /BookmanOldStyle-Italic
    /BookshelfSymbolSeven
    /Boton-Medium
    /Boton-MediumItalic
    /Boton-Regular
    /Boulevard
    /BradleyHandITC
    /Braille
    /BritannicBold
    /BroadbandICG
    /Broadway
    /BrushScriptBT-Regular
    /BrushScriptMT
    /BubbledotICG-CoarseNeg
    /BubbledotICG-CoarsePos
    /BubbledotICG-FineNeg
    /BubbledotICG-FinePos
    /BurweedICG
    /BurweedICG-Thorny
    /CaflischScript-Bold
    /CaflischScript-Regular
    /Calibri
    /Calibri-Bold
    /Calibri-BoldItalic
    /Calibri-Italic
    /CalifornianFB-Bold
    /CalifornianFB-Italic
    /CalifornianFB-Reg
    /CalisMTBol
    /CalistoMT
    /CalistoMT-BoldItalic
    /CalistoMT-Italic
    /Cambria
    /Cambria-Bold
    /Cambria-BoldItalic
    /Cambria-Italic
    /CambriaMath
    /Candara
    /Candara-Bold
    /Candara-BoldItalic
    /Candara-Italic
    /CandidaBT-Bold
    /CandidaBT-Italic
    /CandidaBT-Roman
    /Carleton-Normal
    /CarpenterICG
    /Carta
    /CasablancaAntique-Italic
    /CasablancaAntique-Normal
    /Caslon224ITCbyBT-Bold
    /Caslon224ITCbyBT-BoldItalic
    /Caslon224ITCbyBT-Book
    /Caslon224ITCbyBT-BookItalic
    /Caslon540BT-Italic
    /Caslon540BT-Roman
    /CaslonBookBE-Italic
    /CaslonBT-Bold
    /CaslonBT-BoldItalic
    /CaslonOldFaceBT-Heavy
    /CaslonOldFaceBT-Italic
    /CaslonOldFaceBT-Roman
    /CaslonOpenfaceBT-Regular
    /CaslonTwoTwentyFour-Black
    /CaslonTwoTwentyFour-BlackIt
    /CaslonTwoTwentyFour-Bold
    /CaslonTwoTwentyFour-BoldIt
    /CaslonTwoTwentyFour-Book
    /CaslonTwoTwentyFour-BookIt
    /CaslonTwoTwentyFour-Medium
    /CaslonTwoTwentyFour-MediumIt
    /Castellar
    /CastellarMT
    /Castle
    /CaxtonBT-Bold
    /CaxtonBT-BoldItalic
    /CaxtonBT-Book
    /CaxtonBT-BookItalic
    /CaxtonBT-Light
    /CaxtonBT-LightItalic
    /Centaur
    /CentaurMT
    /CentaurMT-Bold
    /CentaurMT-BoldItalic
    /CentaurMT-Italic
    /CentaurMT-ItalicA
    /Century
    /Century-Bold
    /Century-BoldItalic
    /Century-Book
    /Century-BookItalic
    /CenturyGothic
    /CenturyGothic-Bold
    /CenturyGothic-BoldItalic
    /CenturyGothic-Italic
    /CenturyOldstyleBT-Bold
    /CenturyOldstyleBT-Italic
    /CenturyOldstyleBT-Roman
    /CenturySchoolbook
    /CenturySchoolbook-Bold
    /CenturySchoolbook-BoldItalic
    /CenturySchoolbook-Italic
    /Chaparral-Display
    /Charlesworth-Bold
    /Charlesworth-Normal
    /Chaucer-DTC
    /Cheltenham-Bold
    /Cheltenham-BoldItalic
    /Cheltenham-Book
    /Cheltenham-BookItalic
    /Cheltenham-Light
    /Cheltenham-LightItalic
    /Cheltenham-Ultra
    /Cheltenham-UltraItalic
    /ChiladaICG-Cuatro
    /ChiladaICG-Dos
    /ChiladaICG-Tres
    /ChiladaICG-Uno
    /Chiller-Regular
    /ChiselD
    /City-Bold
    /City-BoldItalic
    /City-Medium
    /City-MediumItalic
    /Clarendon
    /Clarendon-Bold
    /ClarendonBT-Black
    /ClarendonBT-Bold
    /ClarendonBT-BoldCondensed
    /ClarendonBT-Heavy
    /ClarendonBT-Roman
    /Clarendon-Light
    /ClassicalGaramondBT-Bold
    /ClassicalGaramondBT-BoldItalic
    /ClassicalGaramondBT-Italic
    /ClassicalGaramondBT-Roman
    /CloisterOpenFaceBT-Regular
    /ColonnaMT
    /ComicSansMS
    /ComicSansMS-Bold
    /CommercialScriptBT-Regular
    /Consolas
    /Consolas-Bold
    /Consolas-BoldItalic
    /Consolas-Italic
    /Constantia
    /Constantia-Bold
    /Constantia-BoldItalic
    /Constantia-Italic
    /CooperBlack
    /CopperplateGothic-Bold
    /CopperplateGothic-Light
    /CopperplateT-BoldCond
    /Copperplate-ThirtyThreeBC
    /Copperplate-ThirtyTwoBC
    /CopperplateT-LighCond
    /CopperplateT-MediCond
    /Corbel
    /Corbel-Bold
    /Corbel-BoldItalic
    /Corbel-Italic
    /CoronetI
    /Courier
    /Courier-Bold
    /Courier-BoldOblique
    /CourierNewPS-BoldItalicMT
    /CourierNewPS-BoldMT
    /CourierNewPS-ItalicMT
    /CourierNewPSMT
    /Courier-Oblique
    /Critter
    /CurlzMT
    /Cushing-Bold
    /Cushing-BoldItalic
    /Cushing-Book
    /Cushing-BookItalic
    /Cushing-Heavy
    /Cushing-HeavyItalic
    /Cushing-Medium
    /Cushing-MediumItalic
    /Cutout
    /DeltaSymbol
    /DidotLH-RomanSC
    /DigitalICG
    /DorchesterScriptMT
    /EastBlocICG-Closed
    /EastBlocICG-ClosedAlt
    /EastBlocICG-Open
    /EastBlocICG-OpenAlt
    /EckmannD
    /EdwardianScriptITC
    /ElegantGaramondBT-Bold
    /ElegantGaramondBT-Italic
    /ElegantGaramondBT-Roman
    /Elephant-Italic
    /Elephant-Regular
    /EnglischeSchJoiT-Bold
    /EnglischeSchJoiT-DemiBold
    /EnglischeSchJoiT-Regu
    /EnglischeSchT-Bold
    /EnglischeSchT-DemiBold
    /EnglischeSchT-Regu
    /EngraversGothicBT-Regular
    /EngraversMT
    /EngraversOldEnglishBT-Bold
    /EngraversOldEnglishBT-Regular
    /EngraversRomanBT-Bold
    /EngraversRomanBT-Regular
    /ErasITC-Bold
    /ErasITC-Demi
    /ErasITC-Light
    /ErasITC-Medium
    /Esprit-Black
    /Esprit-BlackItalic
    /Esprit-Bold
    /Esprit-BoldItalic
    /Esprit-Book
    /Esprit-BookItalic
    /Esprit-Medium
    /Esprit-MediumItalic
    /EstrangeloEdessa
    /EurostileDCD-Bold
    /EurostileDCD-Regu
    /EurostileSCT-Bold
    /EurostileSCT-Regu
    /EurostileSteD-BlacExte
    /EurostileT-Blac
    /EurostileT-BlacExte
    /EurostileT-BlackRe1
    /EurostileT-Bold
    /EurostileT-BoldRe1
    /EurostileT-Heav
    /EurostileT-HeavyRe1
    /EurostileT-Medi
    /EurostileT-MediumRe1
    /EurostileT-Regu
    /EurostileT-ReguExte
    /EurostileT-RegularExtendedRe1
    /EurostileT-RegularRe1
    /Exotic350BT-Bold
    /Exotic350BT-DemiBold
    /Exotic350BT-Light
    /ExPonto-Regular
    /FairfieldLH-Bold
    /FairfieldLH-BoldItalic
    /FairfieldLH-Heavy
    /FairfieldLH-HeavyItalic
    /FairfieldLH-Light
    /FairfieldLH-LightItalic
    /FairfieldLH-Medium
    /FairfieldLH-MediumItalic
    /FarfelICG-FeltTip
    /FarfelICG-Pencil
    /FarrierICG
    /FarrierICG-Black
    /FarrierICG-Bold
    /FelixTitlingMT
    /Fenice-Bold
    /Fenice-Bold-DTC
    /Fenice-BoldItalic-DTC
    /Fenice-BoldOblique
    /Fenice-Light
    /Fenice-LightOblique
    /Fenice-Regular
    /Fenice-Regular-DTC
    /Fenice-RegularItalic-DTC
    /Fenice-RegularOblique
    /Fenice-Ultra
    /Fenice-UltraOblique
    /FootlightMTLight
    /ForteMT
    /FranklinGothic-Book
    /FranklinGothic-BookItalic
    /FranklinGothic-Condensed
    /FranklinGothic-Demi
    /FranklinGothic-DemiCond
    /FranklinGothic-DemiItalic
    /FranklinGothic-Heavy
    /FranklinGothic-HeavyItalic
    /FranklinGothicITCbyBT-Book
    /FranklinGothicITCbyBT-BookItal
    /FranklinGothicITCbyBT-Demi
    /FranklinGothicITCbyBT-DemiItal
    /FranklinGothic-Medium
    /FranklinGothic-MediumCond
    /FranklinGothic-MediumItalic
    /FranklinGothic-Roman
    /Freeform710BT-Regular
    /FreestyleScript-Regular
    /FrenchScriptMT
    /FrizQuadrata
    /FrizQuadrata-Bold
    /FrizQuadrataITCbyBT-Bold
    /FrizQuadrataITCbyBT-Roman
    /FrodiSCT-Regu
    /FrodiT-Bold
    /FrodiT-BoldItal
    /FrodiT-Regu
    /FrodiT-ReguItal
    /Frutiger-Black
    /Frutiger-BlackCn
    /Frutiger-BlackItalic
    /Frutiger-Bold
    /Frutiger-BoldItalic
    /Frutiger-Cn
    /Frutiger-ExtraBlackCn
    /Frutiger-Italic
    /Frutiger-Light
    /Frutiger-LightCn
    /Frutiger-LightItalic
    /Frutiger-Roman
    /Frutiger-UltraBlack
    /Futura
    /Futura-Bold
    /FuturaBT-Book
    /FuturaBT-BookItalic
    /FuturaBT-Heavy
    /FuturaBT-HeavyItalic
    /FuturaBT-Light
    /FuturaBT-LightItalic
    /Futura-Condensed
    /Futura-CondensedBold
    /Futura-CondensedBoldOblique
    /Futura-CondensedExtraBold
    /Futura-CondensedLight
    /Futura-CondensedLightOblique
    /Futura-CondensedOblique
    /Futura-CondExtraBoldObl
    /Futura-ExtraBold
    /Futura-ExtraBoldOblique
    /Futura-Heavy
    /Futura-HeavyOblique
    /Futura-Oblique
    /Galliard-Black
    /Galliard-BlackItalic
    /Galliard-Bold
    /Galliard-BoldItalic
    /Galliard-Italic
    /Galliard-Roman
    /Galliard-Ultra
    /Galliard-UltraItalic
    /Garamond
    /Garamond-Bold
    /Garamond-BoldCondensed
    /Garamond-BoldCondensedItalic
    /Garamond-Book
    /Garamond-BookCondensed
    /Garamond-BookCondensedItalic
    /Garamond-BookItalic
    /Garamond-Italic
    /GaramondITCbyBT-Bold
    /GaramondITCbyBT-BoldItalic
    /GaramondITCbyBT-Book
    /GaramondITCbyBT-BookItalic
    /Garamond-LightCondensed
    /Garamond-LightCondensedItalic
    /GaramondNo2DCD-Medi
    /GaramondNo2DCD-Regu
    /GaramondNo2SCT-Medi
    /GaramondNo2SCT-Regu
    /GaramondNo2T-Medi
    /GaramondNo2T-Regu
    /GaramondNo2T-ReguItal
    /GaramondNo4CyrTCY-Ligh
    /GaramondNo4CyrTCY-LighItal
    /GaramondNo4CyrTCY-Medi
    /GaramondThree
    /GaramondThree-Bold
    /GaramondThree-BoldItalic
    /GaramondThree-BoldItalicOsF
    /GaramondThree-BoldSC
    /GaramondThree-Italic
    /GaramondThree-ItalicOsF
    /GaramondThree-SC
    /Garamond-Ultra
    /Garamond-UltraCondensed
    /Garamond-UltraCondensedItalic
    /Garamond-UltraItalic
    /Gautami
    /Georgia
    /Georgia-Bold
    /Georgia-BoldItalic
    /Georgia-Italic
    /Giddyup
    /Giddyup-Thangs
    /Gigi-Regular
    /GillSans
    /GillSans-Bold
    /GillSans-BoldItalic
    /GillSans-ExtraBold
    /GillSans-Italic
    /GillSansMT
    /GillSansMT-Bold
    /GillSansMT-BoldItalic
    /GillSansMT-Condensed
    /GillSansMT-ExtraCondensedBold
    /GillSansMT-Italic
    /GillSans-UltraBold
    /GillSans-UltraBoldCondensed
    /Giovanni-Black
    /Giovanni-BlackItalic
    /Giovanni-Bold
    /Giovanni-BoldItalic
    /Giovanni-Book
    /Giovanni-BookItalic
    /GloucesterMT-ExtraCondensed
    /Gotham-Bold
    /Gotham-BoldItalic
    /Gotham-Book
    /Gotham-BookItalic
    /Gotham-Medium
    /Gotham-MediumItalic
    /Goudy
    /Goudy-Bold
    /Goudy-BoldItalic
    /GoudyHandtooledBT-Regular
    /Goudy-Italic
    /GoudyOldStyleBT-ExtraBold
    /GoudyOldStyle-Regular-DTC
    /GoudyOldStyleT-Bold
    /GoudyOldStyleT-Italic
    /GoudyOldStyleT-Regular
    /GoudyStout
    /GoudyTextMT
    /GreymantleMVB
    /GrotesqueMT
    /GrotesqueMT-Black
    /GrotesqueMT-BoldExtended
    /GrotesqueMT-Condensed
    /GrotesqueMT-ExtraCondensed
    /GrotesqueMT-Italic
    /GrotesqueMT-Light
    /GrotesqueMT-LightCondensed
    /GrotesqueMT-LightItalic
    /Haettenschweiler
    /HarlowSolid
    /Harrington
    /Helvetica
    /Helvetica-Black
    /Helvetica-BlackOblique
    /Helvetica-Bold
    /Helvetica-BoldOblique
    /Helvetica-Compressed
    /Helvetica-Narrow
    /Helvetica-Narrow-Bold
    /Helvetica-Narrow-BoldOblique
    /Helvetica-Narrow-Oblique
    /HelveticaNeue-BlackExt
    /HelveticaNeue-Bold
    /HelveticaNeue-BoldItalic
    /HelveticaNeue-Italic
    /HelveticaNeue-Medium
    /HelveticaNeue-Roman
    /HelveticaNeue-Thin
    /HelveticaNeue-ThinItalic
    /Helvetica-Oblique
    /HighTowerText-Italic
    /HighTowerText-Reg
    /HorleyOldStyleMT
    /HorleyOldStyleMT-Bold
    /HorleyOldStyleMT-BoldItalic
    /HorleyOldStyleMT-Italic
    /HorleyOldStyleMT-Light
    /HorleyOldStyleMT-LightItalic
    /HorleyOldStyleMT-SbItalic
    /HorleyOldStyleMT-SemiBold
    /Humanist521BT-Bold
    /Humanist521BT-BoldCondensed
    /Humanist521BT-BoldItalic
    /Humanist521BT-ExtraBold
    /Humanist521BT-Italic
    /Humanist521BT-Light
    /Humanist521BT-LightItalic
    /Humanist521BT-Roman
    /Humanist521BT-RomanCondensed
    /Humanist521BT-UltraBold
    /Humanist521BT-XtraBoldCondensed
    /Humanist777BT-BlackB
    /Humanist777BT-BlackItalicB
    /Humanist777BT-BoldB
    /Humanist777BT-BoldItalicB
    /Humanist777BT-ItalicB
    /Humanist777BT-LightB
    /Humanist777BT-LightItalicB
    /Humanist777BT-RomanB
    /Impact
    /ImpactT
    /ImprintMT-Shadow
    /Incised901BT-Black
    /Incised901BT-Italic
    /Incised901BT-Roman
    /Industrial736BT-Italic
    /Industrial736BT-Roman
    /InformalRoman-Regular
    /Isadora-Bold
    /Isadora-Regular
    /ItcEras-Bold
    /ItcEras-Book
    /ItcEras-Demi
    /ItcEras-Light
    /ItcEras-Medium
    /ItcEras-Ultra
    /ItcKabel-Bold
    /ItcKabel-Book
    /ItcKabel-Demi
    /ItcKabel-Medium
    /ItcKabel-Ultra
    /JansonText-Bold
    /JansonText-BoldItalic
    /JansonText-Italic
    /JansonText-Roman
    /Jenson-Oldstyle-DTC
    /Jenson-Oldstyle-Oblique-DTC
    /Jokerman-Regular
    /JuiceITC-Regular
    /Kartika
    /Kennerley-BoldItalicV
    /Kennerley-BoldV
    /Kennerley-ItalicV
    /Kennerley-OldstyleV
    /Keypunch-Normal
    /Keystroke-Normal
    /Khaki-Two
    /KisBT-Italic
    /KisBT-Roman
    /Korinna-Bold
    /Korinna-KursivBold
    /Korinna-KursivRegular
    /Korinna-Regular
    /KristenITC-Regular
    /Kuenstler480BT-Bold
    /Kuenstler480BT-BoldItalic
    /Kuenstler480BT-Italic
    /Kuenstler480BT-Roman
    /KuenstlerScriptBlack-DTC
    /KunstlerschreibschD-Bold
    /KunstlerschreibschD-Medi
    /KunstlerschreibschJoiD-Bold
    /KunstlerschreibschJoiD-Medi
    /KunstlerScript
    /Latha
    /LatinWide
    /Leawood-Black
    /Leawood-BlackItalic
    /Leawood-Bold
    /Leawood-BoldItalic
    /Leawood-Book
    /Leawood-BookItalic
    /Leawood-Medium
    /Leawood-MediumItalic
    /LemonadeICG
    /LemonadeICG-Bold
    /LetterGothic
    /LetterGothic-Bold
    /Lithograph
    /Lithograph-Bold
    /LithographLight
    /Lithos-Black
    /Lithos-Regular
    /LubalinGraph-Book
    /LubalinGraph-BookOblique
    /LubalinGraph-Demi
    /LubalinGraph-DemiOblique
    /LucidaBright
    /LucidaBright-Demi
    /LucidaBright-DemiItalic
    /LucidaBright-Italic
    /LucidaCalligraphy-Italic
    /LucidaConsole
    /LucidaFax
    /LucidaFax-Demi
    /LucidaFax-DemiItalic
    /LucidaFax-Italic
    /LucidaHandwriting-Italic
    /LucidaSans
    /LucidaSans-Demi
    /LucidaSans-DemiItalic
    /LucidaSans-Italic
    /LucidaSans-Typewriter
    /LucidaSans-TypewriterBold
    /LucidaSans-TypewriterBoldOblique
    /LucidaSans-TypewriterOblique
    /LucidaSansUnicode
    /Machine
    /Machine-Bold
    /Madrone
    /Magneto-Bold
    /MaiandraGD-Regular
    /Mangal-Regular
    /MariageD
    /Mariage-DTC
    /MaturaMTScriptCapitals
    /Memphis-Bold
    /Memphis-BoldItalic
    /Memphis-ExtraBold
    /Memphis-Light
    /Memphis-LightItalic
    /Memphis-Medium
    /Memphis-MediumItalic
    /Mesquite
    /MetropolisICG
    /MicrosoftSansSerif
    /Minion-Black
    /Minion-BlackOsF
    /Minion-Bold
    /Minion-BoldCondensed
    /Minion-BoldCondensedItalic
    /Minion-BoldItalic
    /Minion-BoldItalicOsF
    /Minion-BoldOsF
    /Minion-Condensed
    /Minion-CondensedItalic
    /Minion-DisplayItalic
    /Minion-DisplayItalicSC
    /Minion-DisplayRegular
    /Minion-DisplayRegularSC
    /MinionExp-Black
    /MinionExp-Bold
    /MinionExp-BoldItalic
    /MinionExp-DisplayItalic
    /MinionExp-DisplayRegular
    /MinionExp-Italic
    /MinionExp-Regular
    /MinionExp-Semibold
    /MinionExp-SemiboldItalic
    /Minion-Italic
    /Minion-ItalicSC
    /Minion-Ornaments
    /Minion-Regular
    /Minion-RegularSC
    /Minion-Semibold
    /Minion-SemiboldItalic
    /Minion-SemiboldItalicSC
    /Minion-SemiboldSC
    /Minion-SwashDisplayItalic
    /Minion-SwashItalic
    /Minion-SwashSemiboldItalic
    /MiniPics-ASL
    /MiniPics-LilCreatures
    /MiniPics-LilDinos
    /MiniPics-LilEvents
    /MiniPics-LilFaces
    /MiniPics-LilFeatures
    /MiniPics-LilFishies
    /MiniPics-LilFolks
    /MiniPics-NakedCityDay
    /MiniPics-NakedCityNight
    /MiniPics-RedRock
    /MiniPics-UprootedLeaf
    /MiniPics-UprootedTwig
    /Mistral
    /Modern20BT-ItalicB
    /Modern20BT-RomanB
    /Modern-Regular
    /MofoloD
    /Mojo
    /MonaLisaRecut
    /MonaLisaSolid
    /MonaLisa-Solid
    /MonotypeCorsiva
    /MotterFemD
    /MrsEavesBold
    /MrsEavesItalic
    /MrsEavesRoman
    /MS-Mincho
    /MSOutlook
    /MSReferenceSansSerif
    /MSReferenceSpecialty
    /MuralScript-DTC
    /MVBoli
    /Myriad-Bold
    /Myriad-BoldItalic
    /Myriad-Italic
    /Myriad-Roman
    /Myriad-Tilt
    /Mythos
    /NarrowbandPrimeICG
    /NarrowbandPrimeICG-Bold
    /NDLR-NewBaskerville-Bold
    /NDLR-NewBaskerville-Italic
    /NDLR-NewBaskerville-Roman
    /NewBaskerville-Bold
    /NewBaskerville-BoldItalic
    /NewBaskerville-BoldItalicOsF
    /NewBaskerville-BoldSC
    /NewBaskerville-Italic
    /NewBaskerville-ItalicOsF
    /NewBaskerville-Roman
    /NewBaskerville-SC
    /NewCaledonia
    /NewCaledonia-Black
    /NewCaledonia-BlackItalic
    /NewCaledonia-Bold
    /NewCaledonia-BoldItalic
    /NewCaledonia-Italic
    /NewCaledonia-SemiBold
    /NewCaledonia-SemiBoldItalic
    /NewCenturySchlbk-Bold
    /NewCenturySchlbk-BoldItalic
    /NewCenturySchlbk-Italic
    /NewCenturySchlbk-Roman
    /NewsGothicBT-BoldCondensed
    /NewsGothicBT-BoldCondItalic
    /NewsGothicBT-ItalicCondensed
    /NewsGothicBT-RomanCondensed
    /NewtronICG
    /NewtronICG-Alt
    /NewtronICG-Open
    /NiagaraEngraved-Reg
    /NiagaraSolid-Reg
    /Novarese-Bold
    /Novarese-BoldItalic
    /Novarese-Book
    /Novarese-BookItalic
    /Novarese-Medium
    /Novarese-MediumItalic
    /Novarese-Ultra
    /Nueva-BoldExtended
    /Nueva-Roman
    /NuptialBT-Regular
    /NuptialScript
    /Nyx
    /OBookMan-BoldItaSwash
    /OBookMan-BoldItaSwashSupp
    /OCRA-Alternate
    /OCRAExtended
    /OCRB10PitchBT-Regular
    /OfficinaSans-Bold
    /OfficinaSans-BoldItalic
    /OfficinaSans-Book
    /OfficinaSans-BookItalic
    /OfficinaSerif-Bold
    /OfficinaSerif-BoldItalic
    /OfficinaSerif-Book
    /OfficinaSerif-BookItalic
    /OldEnglishTextMT
    /OldStyleSeven
    /OldStyleSeven-Italic
    /OldStyleSeven-ItalicOsF
    /OldStyleSeven-SC
    /OmniBlack
    /OmniBlackItalic
    /OmniBold
    /OmniBoldItalic
    /OmniBook
    /OmniBookItalic
    /Onyx
    /Optimum-Bold-DTC
    /Optimum-BoldItalic-DTC
    /Optimum-Roman-DTC
    /Optimum-RomanItalic-DTC
    /Ouch
    /PalaceScriptMT
    /Palatino-Bold
    /Palatino-BoldItalic
    /Palatino-BoldItalicOsF
    /Palatino-BoldOsF
    /Palatino-Italic
    /Palatino-ItalicOsF
    /PalatinoLinotype-Bold
    /PalatinoLinotype-BoldItalic
    /PalatinoLinotype-Italic
    /PalatinoLinotype-Roman
    /Palatino-Roman
    /Palatino-SC
    /PapyrusPlain
    /Papyrus-Regular
    /Parchment-Regular
    /ParisFlashICG
    /ParkAvenue-DTC
    /PepitaMT
    /Perpetua
    /Perpetua-Bold
    /Perpetua-BoldItalic
    /Perpetua-Italic
    /PerpetuaTitlingMT-Bold
    /PerpetuaTitlingMT-Light
    /Playbill
    /Poetica-ChanceryI
    /Pompeia-Inline
    /Ponderosa
    /PoorRichard-Regular
    /Poplar
    /PopplLaudatio-Italic
    /PopplLaudatio-Medium
    /PopplLaudatio-MediumItalic
    /PopplLaudatio-Regular
    /Postino-Italic
    /Present
    /Present-Black
    /Present-BlackCondensed
    /Present-Bold
    /President-Normal
    /Pristina-Regular
    /Quake
    /QuicksansAccurateICG
    /QuicksansAccurateICG-Fill
    /QuicksansAccurateICG-Guides
    /QuicksansAccurateICG-Out
    /QuicksansAccurateICG-Solid
    /Qwerty-Mac
    /Qwerty-PC
    /Raavi
    /RageItalic
    /RapierPlain
    /Ravie
    /RepublikSansICG-01
    /RepublikSansICG-02
    /RepublikSansICG-03
    /RepublikSansICG-03Alt
    /RepublikSerifICG-01
    /RepublikSerifICG-02
    /RepublikSerifICG-03
    /RepublikSerifICG-03Alt
    /Ribbon131BT-Bold
    /Ribbon131BT-Regular
    /Rockwell
    /Rockwell-Bold
    /Rockwell-BoldItalic
    /Rockwell-Condensed
    /Rockwell-CondensedBold
    /Rockwell-ExtraBold
    /Rockwell-Italic
    /RoseRound-Black-DTC
    /RoseRound-Bold-DTC
    /RoseRound-Light-DTC
    /Rosewood-Fill
    /Rosewood-Regular
    /RotisSemiSerif
    /RotisSemiSerif-Bold
    /RotisSerif-Italic
    /RubinoSansICG
    /RubinoSansICG-Fill
    /RubinoSansICG-Guides
    /RubinoSansICG-Out
    /RubinoSansICG-Solid
    /RussellSquare
    /RussellSquare-Oblique
    /SabondiacriticRoman
    /Sanvito-Light
    /Sanvito-Roman
    /ScriptMTBold
    /SegoeUI
    /SegoeUI-Bold
    /SegoeUI-BoldItalic
    /SegoeUI-Italic
    /SerpentineD-Bold
    /SerpentineD-BoldItal
    /SerpentineSansICG
    /SerpentineSansICG-Bold
    /SerpentineSansICG-BoldOblique
    /SerpentineSansICG-Light
    /SerpentineSansICG-LightOblique
    /SerpentineSansICG-Oblique
    /ShowcardGothic-Reg
    /Shruti
    /Shuriken-Boy
    /Signature
    /SignatureLight
    /Slimbach-Black
    /Slimbach-BlackItalic
    /Slimbach-Bold
    /Slimbach-BoldItalic
    /Slimbach-Book
    /Slimbach-BookItalic
    /Slimbach-Medium
    /Slimbach-MediumItalic
    /SnapITC-Regular
    /Souvenir-Demi
    /Souvenir-DemiItalic
    /Souvenir-Light
    /Souvenir-LightItalic
    /SpumoniLP
    /Staccato222BT-Regular
    /StempelGaramond-Bold
    /StempelGaramond-BoldItalic
    /StempelGaramond-Italic
    /StempelGaramond-Roman
    /Stencil
    /StoneSans-Bold
    /StoneSans-BoldItalic
    /StoneSans-Semibold
    /StoneSans-SemiboldItalic
    /StuyvesantICG-Solid
    /Swiss721BT-Black
    /Switzerland-Bold
    /Switzerland-BoldItalic
    /SwitzerlandCondBlack-Italic
    /SwitzerlandCondBlack-Normal
    /SwitzerlandCondensed-Bold
    /SwitzerlandCondensed-BoldItalic
    /SwitzerlandCondensed-Italic
    /SwitzerlandCondensed-Normal
    /SwitzerlandCondLight-Italic
    /SwitzerlandCondLight-Normal
    /Switzerland-Italic
    /Switzerland-Normal
    /Sylfaen
    /Symbol
    /SymbolMT
    /Tahoma
    /Tahoma-Bold
    /Tekton
    /Tekton-Bold
    /TempusSansITC
    /TheSansBold-Caps
    /TheSansBold-Plain
    /TheSans-Caps
    /TheSans-Italic
    /TheSans-Plain
    /TheSansSemiBold-Caps
    /TheSansSemiBold-Plain
    /TheSansSemiLight-Caps
    /TheSansSemiLight-Plain
    /Tiepolo-Black
    /Tiepolo-BlackItalic
    /Tiepolo-Bold
    /Tiepolo-BoldItalic
    /Tiepolo-Book
    /Tiepolo-BookItalic
    /Times-Bold
    /Times-BoldItalic
    /Times-BoldItalicOsF
    /Times-BoldSC
    /Times-Italic
    /Times-ItalicOsF
    /TimesNewRomanPS
    /TimesNewRomanPS-Bold
    /TimesNewRomanPS-BoldItalic
    /TimesNewRomanPS-BoldItalicMT
    /TimesNewRomanPS-BoldMT
    /TimesNewRomanPS-Italic
    /TimesNewRomanPS-ItalicMT
    /TimesNewRomanPSMT
    /Times-Roman
    /Times-RomanSC
    /TimesTen-Bold
    /TimesTen-BoldItalic
    /TimesTen-Italic
    /TimesTen-Roman
    /TimesTen-RomanOsF
    /TimesTen-RomanSC
    /TNTLawClareBold
    /TNTLawFutura
    /TNTLawGaraBold
    /TNTLawGaraBoldItalic
    /TNTLawGaraItalic
    /TNTLawGaraRoman
    /TNTLawGaraSCBold
    /TNTLawGaraSCBoldItalic
    /TNTLawGaraSCItalic
    /TNTLawGaraSCRoman
    /TNTLawHelLiteRoman
    /TNTLawPalBold
    /TNTLawPalBoldItalic
    /TNTLawPalBoldItalicSC
    /TNTLawPalBoldSC
    /TNTLawPalItalic
    /TNTLawPalItalicSC
    /TNTLawPalRoman
    /TNTLawPalRomanSC
    /TNTLawTimesBold
    /TNTLawTimesBoldItalic
    /TNTLawTimesBoldItalicSC
    /TNTLawTimesBoldSC
    /TNTLawTimesItalic
    /TNTLawTimesItalicSC
    /TNTLawTimesRoman
    /TNTLawTimesRomanSC
    /Toolbox
    /Trajan-Bold
    /Trajan-Regular
    /Transitional521BT-BoldA
    /Transitional521BT-CursiveA
    /Transitional521BT-RomanA
    /Transitional551BT-MediumB
    /Transitional551BT-MediumItalicB
    /Trebuchet-BoldItalic
    /TrebuchetMS
    /TrebuchetMS-Bold
    /TrebuchetMS-Italic
    /Trixie-Extra
    /Trixie-Light
    /Trixie-Plain
    /Trixie-Text
    /TrumpMediaeval-Bold
    /TrumpMediaeval-BoldItalic
    /TrumpMediaeval-Italic
    /TrumpMediaeval-Roman
    /Tunga-Regular
    /TwCenMT-Bold
    /TwCenMT-BoldItalic
    /TwCenMT-Condensed
    /TwCenMT-CondensedBold
    /TwCenMT-CondensedExtraBold
    /TwCenMT-Italic
    /TwCenMT-Regular
    /Univers-Black-DTC
    /Univers-BlackExt-DTC
    /Univers-BlackOblique-DTC
    /Univers-BoldCond-DTC
    /Univers-BoldCondObl-DTC
    /Univers-Bold-DTC
    /Univers-BoldExt-DTC
    /Univers-BoldOblique-DTC
    /Univers-Condensed
    /Univers-CondensedBold
    /Univers-CondensedBoldOblique
    /Univers-CondensedOblique
    /Univers-DTC
    /UniversityOS
    /UniversityOS-Bold
    /UniversityOS-BoldItalic
    /UniversityOS-Italic
    /UniversityOSSC
    /UniversityOSSC-Bold
    /UniversityOSSC-BoldItalic
    /UniversityOSSC-Italic
    /Univers-LightCond-DTC
    /Univers-LightCondObl-DTC
    /Univers-Light-DTC
    /Univers-LightOblique-DTC
    /Univers-LightUltraCond-DTC
    /Univers-LightUltraCondensed
    /Univers-Oblique-DTC
    /Univers-RomanCond-DTC
    /Univers-RomanCondObl-DTC
    /Univers-RomanExt-DTC
    /Univers-UltraBold-DTC
    /Univers-UltraBoldExt-DTC
    /Univers-UltraCond-DTC
    /URWBodeD
    /URWBodeOutP
    /URWBodeP
    /URWCardanusD
    /URWCippusD
    /URWGaramondT-Bold
    /URWGaramondT-BoldObli
    /URWGaramondT-Regu
    /URWGaramondT-ReguObli
    /URWGroteskT-LighCond
    /URWLatinoT-Blac
    /URWLatinoT-BlackRe1
    /URWLatinoT-Bold
    /URWLatinoT-BoldItal
    /URWLatinoT-BoldItalicRe1
    /URWLatinoT-BoldRe1
    /URWLatinoT-Medi
    /URWLatinoT-MediItal
    /URWLatinoT-MediumItalicRe1
    /URWLatinoT-MediumRe1
    /URWLatinoT-Regu
    /URWLatinoT-ReguItal
    /URWLatinoT-RegularItalicRe1
    /URWLatinoT-RegularRe1
    /URWPolluxScrNo2JoiD
    /Usherwood-Black
    /Usherwood-BlackItalic
    /Usherwood-Bold
    /Usherwood-BoldItalic
    /Usherwood-Book
    /Usherwood-BookItalic
    /Usherwood-Medium
    /Usherwood-MediumItalic
    /Utopia-Italic
    /Utopia-Regular
    /Utopia-Semibold
    /Utopia-SemiboldItalic
    /VAGRounded-Black
    /VAGRounded-Bold
    /VAGRounded-Light
    /VAGRounded-Thin
    /Veljovic-Black
    /Veljovic-BlackItalic
    /Veljovic-Bold
    /Veljovic-BoldItalic
    /Veljovic-Book
    /Veljovic-BookItalic
    /Veljovic-Medium
    /Veljovic-MediumItalic
    /Verdana
    /Verdana-Bold
    /Verdana-BoldItalic
    /Verdana-Italic
    /VinerHandITC
    /Viva-BoldExtraExtended
    /Vivaldii
    /Viva-Regular
    /VladimirScript
    /Vrinda
    /Webdings
    /Wilke-BoldItalic
    /Wilke-Roman
    /WilliamsCaslonText-Bold
    /WilliamsCaslonText-BoldItalic
    /WilliamsCaslonText-Italic
    /WilliamsCaslonText-Regular
    /Willow
    /WindsorBT-Roman
    /Wingdings2
    /Wingdings3
    /Wingdings-Regular
    /WontonICG
    /WoodtypeOrnaments-One
    /WoodtypeOrnaments-Two
    /YardmasterD
    /YardmasterOnlShaD
    /YardmasterOnlShaO
    /ZapfChancery-MediumItalic
    /ZapfDingbats
    /ZurichBT-BoldCondensed
    /ZurichBT-BoldCondensedItalic
    /ZurichBT-ExtraCondensed
    /ZurichBT-ItalicCondensed
    /ZurichBT-RomanCondensed
    /ZWAdobeF
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 150
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages false
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 150
  /ColorImageDepth 8
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /FlateEncode
  /AutoFilterColorImages false
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /ColorImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 150
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages false
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 150
  /GrayImageDepth 8
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /FlateEncode
  /AutoFilterGrayImages false
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /GrayImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages false
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 300
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org)
  /PDFXTrapped /False

  /Description <<
    /JPN <FEFF3053306e8a2d5b9a306f300130d330b830cd30b9658766f8306e8868793a304a3088307353705237306b90693057305f00200050004400460020658766f830924f5c62103059308b3068304d306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103057305f00200050004400460020658766f8306f0020004100630072006f0062006100740020304a30883073002000520065006100640065007200200035002e003000204ee5964d30678868793a3067304d307e30593002>
    /DEU <>
    /FRA <>
    /PTB <>
    /DAN <>
    /NLD <>
    /ESP <>
    /SUO <>
    /ITA <>
    /NOR <>
    /SVE <>
    /ENU (Use these settings to create PDF documents suitable for reliable viewing and printing of business documents. The PDF documents can be opened with Acrobat and Reader 5.0 and later.)
  >>
>> setdistillerparams
<<
  /HWResolution [1200 1200]
  /PageSize [612.000 792.000]
>> setpagedevice


