
One year after NAACP/United Way Law Enforcement
and Leader of Color Collaboration Creates

“Use of Force” Recommendations, Police agencies
across Dane County respond …

This document includes reports submitted by 14 of the 23 police agencies across Dane
County.  Police agency reports were shared with the NAACP/United Way Law Enforcement
and Leaders of Color Collaboration, in response to a formal request following the February
2016 launch of the “Use of Force” recommendations. It is also important to note that in several
instances, police agencies reported that changes to policies and/or practices were underway,
prior to the launch of the “Use of Force” recommendations.

United Way of Dane County
2059 Atwood Avenue
Madison, WI    608.246.4350



1

Table of Contents:

Belleville Police Department 3

Brooklyn Police Department 4

Cottage Grove Police Department 5

Dane County Sheriff’s Office 7

Deforest Police Department 9

Fitchburg Police Department 19

City of Madison Police Department 27

Marshall Police Department 32

Middleton Police Department 33

Shorewood Hills Police Department 41

Sun Prairie Police Department 43

Town of Madison Police Department 53

UW-Madison Police Department 54

Waunakee Police Department 67



Belleville Police Department
Submitted by Chief William Eichelkraut

Calls to Action for Each Police Department in Dane County

1. SHARE:  Share these recommendations with your elected officials and solicit their feedback

2. BUDGET: In partnership with leaders in your community, determine which recommendations
you will implement in your community and create corresponding budget and implementation
plans.  Engage your elected officials, requesting their approval and support of your budget and
implementation plans.

3. LEARN: Continue to nurture a system of community engagement, creating mutually consultive
relationships with diverse leaders in your community.  Develop a systematic way to involve,
consult, and learn from and with these leaders.

BELLEVILLE POLICE DEPARTMENT

The Belleville Police Department has evaluated the Use of Force report and has completed or is in
the process of completing the recommendations.

Our department has sent officers to Implicit Bias training and will continue to send more until all
officers are trained.  We will be sending our first officer to Crisis Intervention Training in the near
future.  This will allow us the opportunity to work with others in the department on issues dealing
with members of our community needed services.

Members of the Belleville Police Department are also active members of the Belleville Area Cares
Coalition dealing with drug and alcohol issues in the community.  Belleville Public Schools, UW
Health,  and our Municipal Court are also members of this organization.
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The Brooklyn Police Department is planning the following;
Sending staff to Implicit Bias Training.
We have and continue to train in Communication Skills and De-Escalation Skills to try and minimize the
level of force needed in a given situation.
Our Village is in the process of upgrading its Web site. Once this is done I will be placing our Citizen
Complaint Process Policy on-line and will be deciding on whether to add other policies to provide
transparency to its citizens.

4



Cottage Grove Police – Use of Force Recommendations Narrative

Major Incident Debriefs – In policy and practiced by department after major
incidents

Data Tracking & Analysis – Maintained by Chief of Police and reported annually to
public and Village Board

Analyze Use of body cameras – Completed, with purchase to occur later in 2017

Restorative Justice – In process, studying best practices and how to implement

Expand coaching role of supervisors/de-escalation – In process, implementing
through training in future

Strategic partnerships/Recruiting – In process, exploring additional methods of
spreading the word about hiring

Reward police guardian efforts – Practiced on a regular basis by acknowledging
behavior

Train in de-escalation – additional training planned for future

Policy and training/foot pursuits – Being added to use of force policy which will
require training after implementation

Professional Communications – Always taught, practiced and rewarded

Implicit bias training – Being implemented through future training

Additional funding for training – Police budget was already sufficient for all
training needed

Public awareness of safe interactions – Posted on website a comprehensive guide
for safe interactions with police

Engage the broader community – Already being done through personal
appearances at community events, outreach through Facebook, website, crime
watchers, etc.

Employee wellness programs – In process and discussion, seeking additional funds
to implement
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Identify and treat secondary trauma – In process by researching best practices
and programs
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DCSO

 All sworn staff of the DCSO have participated in Implicit Bias Training.

The Fair & Impartial Policing Organization is a leader in the discussion
of the science of implicit bias in law enforcement.  They provide
training across the United States and they were a contributor to The
President’s Task Force on 21st Century Policing.

Fair & Impartial Policing was selected to provide training to the DCSO.
The training was split into three types.  There was a specific one day
session for Command Staff, a specific one day session for Sergeants,
and a three day session of train-the-trainer.  The trainers subsequently
trained the entire organization during our in-service sessions.

 All Sworn personnel participated in de-escalation training during 2016 in-
service sessions.

During our 2016 in-service training we conducted specific de-
escalation training to all staff.

In April of 2016, NIC provided technical assistance in setting up a
CIT Training Program for our jails. DCSO staff has been working
with NAMI Dane County, NAMI Wisconsin and other community
partners to deliver CIT training to our staff and our partners in Rock
and Saul Counties. The DCSO hosted a class last November and
will be hosting our second class March 20th through March 24,
2017.

The DCSO purchased a Use of Force simulator with interaction
based outcomes based on deputy response allowing for de-
escalation opportunities and rewards.

Most law enforcement training is inherently de-escalation training.
When called to a scene law enforcement’s role is to de-escalate
conflict or chaos. Dane County deputies are both certified jail
officers and certified law enforcement officers both of which
emphasize and train extensively on strong communication skills.
This training is continued yearly at in-service training for all Dane
County Deputies.

 The DCSO administered a grant to provide implicit bias training to
municipal agencies in 2016. The DCSO is increasing Data collection and
sharing opportunities.
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 The DCSO created a workgroup that studied the use of body cameras and
made a recommendation to the Sheriff. One DCSO Captain is a member
of a National Sheriff’s Organization (NSA) workgroup studying the use of
body cameras.

 The DCSO has a reward system in place rewarding deputies for on task
behavior including guardian behavior. The first step in this process is the
sergeants coaching and recognizing de-escalation and guardian behavior.

 The DCSO has had a foot pursuit policy for many years.

 The DCSO office upgraded our RMS system in 2016 to better track and
analyze all data both on the patrol and jail sides of the organization. The
DCSO is one of 132 agencies that participates in the Police Data Initiative
which was originated in the Obama White House and has since moved to
the U.S. Department of Justice – Office of Community Oriented Policing
Services.

 The DCSO continues to commit time and resources to minority
recruitment.

The Dane County Sheriff’s Office has a minority recruiter dedicated
full time to recruiting underrepresented groups to the Sheriff’s
Office.

 The DCSO continues to develop relationships with all components of our
community including communities of color, the Muslim community and the
LGBTQ community.

 The DCSO continues to utilize our Wellness committee and our Peer
Support group to enhance the well-being of our members.

The DCSO continually trains our staff on our own physical and
mental well being, the effects of trauma and our law enforcement
role.

Our Peer Support group is organized to assist our people deal with
internal, external, personal and professional stressors through
training and support.

Our critical incident policies provide detailed procedures to
effectively manage, investigate and recover from critical incidents.
As part of our critical incident policy we have has major incident
reviews in place for a number of years.
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Community/Police Task ForceRECOMMENDATIONS regardingPolice “Use of Force”DEFOREST POLICE DEPARTMENT

A Progress ReportSpring 2017
Village of DeForest Police Department

Chief Daniel Furseth & Lieutenant Chris Riedel
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Introduction

Background

In early 2016, The NAACP/United Way, Leaders of Color, and Law Enforcement released a report
that was the result of collaborative efforts of a law enforcement and community task force to
specifically address the topic of police use of force.  The report produced four major
recommendations:

Change key policing practices that will reduce excessive “use of force”
Police academy training
Engage and educate the community
Ensure the well-being of officers

Each recommendation contained specific topics of emphasis for law enforcement agencies to
examine as they relate to policing.

Assessment

Since the release of this report, members of the DeForest Police Department command staff
have been working to analyze the recommendations.  We have examined where we are
currently with these recommendations and where we can improve in the future. After this
analyzation, we are proud to say that we had implemented many of these requested topics prior
to the request from the task force. We will continue to work tirelessly towards meeting the ever
changing policing needs of DeForest. We also encourage you to view our department annual
report on our website which displays our provided programs and services.

Findings

As displayed in this document, our department analyzed our performance on 49 identified
recommendations.  We have implemented or partially implemented 41 of these
recommendations.  It should be noted that we had implemented many of these
recommendations prior to the creation of this task force.  In the following document, we display
each recommendation and document the status of each on a scale of implemented, partially
implemented, in progress, under consideration, or not applicable.

Implemented—32
Partially implemented—9
In Progress—1
Under Consideration—1
Not Applicable—6

Of the 43 applicable topics, we have implemented or partially implemented 95% of them.
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SECTION 1: CHANGE KEY POLICING PRACTICES TO REDUCE POLICE USE OF FORCE

Recommendation Fully Implemented Partially Implemented
In
Progress Under Consideration Not Applicable

INSTITUTIONALIZE
MAJOR INCIDENT
DEBRIEFINGS 1

TRACK AND ANALYZE
COMPLAINTS AND
COMPLIMENTS 2

RELEASE SUMMARY
STATISTICS ON
COMPLIMENTS AND
COMPLAINTS TO THE
PUBLIC 2

TRACK AND ANALYZE
USE OF FORCE 3
RELEASE SUMMARY
STATISTICS ON USE
OF FORCE TO THE
PUBLIC 3

CAMERAS: PATROL
VEHICLES 4
CAMERAS: BODY-
WORN 5

CAMERAS: RANDOM
REVIEWS 6

CAMERAS: POLICY 7

RESTORATIVE JUSTICE 8
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ROLE OF SERGEANTS
AND FIRST LINE
SUPERVISORS AS
COACHES 9
DEVELOP STRATEGIC
PARTNERSHIPS TO
STRENGTHEN
RECRUITMENT
EFFORTS 10

REWARD POLICE
GUARDIAN BEHAVIOR 11

1. The department has routinely offered, and will continue to offer, Critical Incident Debriefings
following critical incidents. These debriefings have been part of our practices for at least 13
years and focus on learning from incidents and improving response and tactics.

2. For at least 13 years, we have documented staff compliments and complaints that are received
by the police department.  We are currently examining the best way to make this information
available to the public, most likely through inclusion in our annual report, which is available on
our website.

3. We track and document all officer use of force. For the past 10 years, officer use of force is
subject to a review by a certified use of force instructor and department command staff.  We are
currently examining the best way to make this information available to the public, most likely
through inclusion in our annual report, which is available on our website.

4. We have squad cameras in all of our marked and unmarked vehicles that are used for patrol
purposes.  We have had squad video systems since at least 2004.

5. We have partially implemented the use of body-worn cameras, as our school resource officer has
worn a body camera since 2014.  We will continue to examine the use of body-worn cameras for
all patrol staff, but currently have concerns regarding the release of video when balancing public
open records and the privacy of victims, witnesses, and suspects.

6. Command staff currently examines random officer videos for review of performance.  With the
addition of another first line supervisor in mid-2017, we hope to add a routine review of officer
videos to this supervisor’s collateral duties.

7. The department has policies in place for the use, review, and retention of squad and body-worn
camera video.

8. Our municipal judge has the authority to offer educational alternatives in lieu of monetary
penalties.  Officers are trained to work towards gaining voluntary compliance with laws, and if
this can be accomplished through measures other than arrest or citations, they are encouraged
to do so. Officers also commonly use mediation and conflict resolutions strategies. As an
example, in late 2016, officers observed three teens’ damage holiday decorations.  In lieu of
citations, officers and the victims agreed to have the teens sing a holiday song to the victims.

9. For at least 13 years, our department command staff has used coaching and teaching as a main
benchmark of our operations.  It is the expectation that command staff mentor and coach staff,
especially those who are young and inexperienced. Currently, all of our command staff has
attended, or is in the process of attending, advanced leadership training such as First Line
Supervision Courses, Leadership in Police Organizations, Northwestern School of Staff and
Command, the FBI National Academy, and/or the Wisconsin Command College. Our department
budget allots funds for these career enrichment opportunities for command staff.  All of our staff
is given the Oath of Honor upon hire and we have periodically given the oath to staff throughout
their careers.

10. We are always looking for ways to strengthen our recruitment efforts in the area of diversity. In
addition to our standard recruitment efforts on Wilenet, social media, and in newspapers, we
have also sent our job posting to the African American Council of Churches, the United Way of
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Dane County and Madison, the Urban League of Greater Madison, the Wisconsin Hmong
Chamber of Commerce, the National Black Police Association, and the National Association of
Black Law Enforcement Executives. During a hiring process in 2016, we added three female
officers to our staff.

11. The department hosts an awards ceremony each year in which we look to recognize staff for
their contributions.  The awards committee was asked to focus special attention towards those
acts which encompass service to others and the guardian policing philosophy.

SECTION 2: TRAINING

Recommendation
Fully
Implemented

Partially
Implemented

In
Progress

Under
Consideration

Not
Applicable

TRAIN THE GUARDIAN
FORM OF POLICING 1

DE-ESCALATION &
WEAPON TRANSITION
TRAINING 2

PROFESSIONAL POLICE
COMMUNICATION 2

TRAINING ON WHEN &
HOW TO USE FORCE 2

CHIEF EXECUTIVES &
AFTERMATH OF OIS 3

REGULAR IMPLICIT
BIAS TRAINING 4

REGULAR CULTURAL
COMPETENCY
TRAINING 4

STATE LESB DIVERSITY

FUNDING FOR
TRAINING AND
INCREASE TO
MINIMUM OF 40
HOURS 5

UTILIZE SCENARIO
BASED TRAINING ON
USE OF FORCE,
CRITICAL THINKING, &
COMMUNICATION 6

ALLOW THE USE OF
ELECTRONIC CONTROL
DEVICE WITHOUT
BACKUP 7

TRAINING ON
CREATING TIME AND
SPACE 6

TRAINING ON FOOT
PURSUITS 8
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POLICY ON FOOT
PURSUITS 8

BRIEFING TRAINING ON
CULTURAL
AWARENESS,
COMMUNICATION,
COMMUNITY
FEELINGS, AND
CONCERNS WITH
POLICE 9

RESPONSE TO PEOPLE
WITH MENTAL ILLNESS 10

PROVIDE CRISIS
INTERVENTION
TRAINING 11

TRAIN OFFICERS AND
DETECTIVES IN USE OF
TRAUMA-INFORMED
INTERVIEWING 12

DISPATCHER TRAINING

EXPLORE SCOTLAND'S
DE-ESCALATION &
NATIONAL DECISION
MAKING MODEL 13

1. During an in-service in 2016, staff was provided a presentation on our role as a guardian in
society and staff discussed ways in which we can focus on promoting this philosophy into our
everyday actions.  We plan on making this a bi-annual training at in-service as staff was very
receptive to these discussions as they felt as though they incorporate this philosophy already.

2. Since we began conducting our own interdepartmental in-service training in 2011, de-escalation
techniques, weapon transition, and communication skills has been a main focus of our scenario
based training. Officers are critiqued on not only their applications of force, but also their use of
de-escalation techniques and use of proper communication tactics.  Our scenario based training
also emphasizes the aftermath of a use of force situation, including proper use of radio for
requesting medical assistance and application of life saving measures to all parties, including
suspects. Our instructors strive to be at the forefront of “new” training ideas and are always
open to incorporating new techniques into our training environment.

3. Our department has policy on response to officer involved deaths and our staff has received
training from the Department of Justice on officer-involved deaths.  Our command staff will also
continuously work towards reviewing best practices in response to these incidents.

4. In early 2015, we sent one of our officers to training to become certified as a fair and impartial
policing instructor.  We have provided bi-annual in-service training to all staff on fair and
impartial policing. We have also offered this training to members of our citizen’s police academy
and may offer this training to citizens. We will continue to include cultural competency training
into this curriculum.

5. Our training budget provides ample monetary support for training.  Our staff is required to
attend 40 hours of in-service training each year. On average, our sworn staff receives
approximately 80-90 hours of training per year per officer, which is roughly 3 ½ times the state
minimum and approximately 2 times the task force requested amount.

6. We have incorporated scenario based training into our training curriculum for approximately ten
years and scenario based training is a main component of our use of force training. We will
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continue to examine ways in which we can improve our scenario based training to most closely
represent 21st century policing.

7. Our officers are not restricted by policy in regards to using the Taser as a less lethal option
without backup.

8. Officers are provided with training on foot pursuits and we are currently examining the
implementation of a formal foot pursuit policy.

9. Our staff commonly discusses ways in which we can improve our service to the public during
briefings.  This includes discussions on communication, community relations and feelings, and
citizen concerns about police.  We will continue to discuss how policing fits into society and how
we can positively impact the community.

10. It is common practice for our department to respond with more than one officer to mental
health related situations. Officers are encouraged to obtain information and wait for backup if
the situation provides, considering there is no need for immediate intervention because
someone is in danger.  Our officers have also been involved in working with service providers to
develop best practices for response to those individuals that we may have consistent contact
with as a result of their mental health needs. In 2017, we also became “Dementia Friendly” and
we were the first “business” in DeForest to obtain this distinction.

11. Our department has sent 1 Patrol Sergeant and 3 Patrol Officers to the week-long CIT training.
This equates to 1/3 or our patrol staff being certified in crisis intervention.  We will continue to
send officers to crisis intervention training as staffing allows. Other staff members have also
received training in Mental Health 1st Aid and commonly receive refresher training on mental
health.

12. Our detectives are expected to investigate a wide variety of complaints, including interviews of
victims in sensitive investigations.  They have received, and will continue to receive, training in
interview techniques designed towards these victims.

13. We believe that upon examination, our department currently incorporates many aspects of this
model.
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SECTION 3: ENGAGE AND EDUCATE THE COMMUNITY

Recommendation
Fully
Implemented

Partially
Implemented

In
Progress

Under
Consideration

Not
Applicable

TRAINING ON SAFER
INTERACTIONS FOR
ALL 1

USE OF FORCE
POLICIES &
INFORMATION ON
STOPS, ARREST, AND
REPORTED CRIMES ON
WEBSITE 2

GREATER EFFORT TO
COLLECT PUBLIC
OPINION OF POLICE
BY POLICE
COMMISSION 3

INVOLVE COMMUNITY
IN HIRING &
PROMOTIONAL
PANELS 3

POLICE COMMISSION
SHOULD DEVELOP A
SYSTEM TO REPORT
COMPLIMENTS,
COMPLAINTS, & USE
OF FORCE 3

ENSURE POLICE
COMMISSION IS
COMPRISED OF
DIVERSE GROUP OF
CITIZENS 3
EDUCATE THE PUBLIC
ON HOW
COMPLAINTS AND
COMPLIMENTS CAN
BE FILED 3

DEVELOP
RELATIONSHIPS WITH
NEIGHBORHOOD
COMMUNITY
MEMBERS 4
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DEVELOP ONGOING
COMMUNITY
INTERACTIONS TO
FOSTER BETTER
COMMUNICATION,
TRANSPARANCY, AND
RELATIONS 4

INCLUDE
RELATIONSHIP
BUILDING
CONVERSATIONS
DURING TRAINING

COLLABORATE WITH
CITIZENS ON
COMMUNITY
POLICING 5

DISCUSS EFFECTS OF
SOCIETAL ISSUES AND
HOW THEY AFFECT
THE RELATIONSHIP
BETWEEN POLICE AND
RESIDENTS 6

1. The Dane County Chiefs of Police Association (DCCOPA) developed a “You and the Law”
pamphlet which is on our website. We also have a video which titled “Understanding Police Use
of Deadly Force” which was created by UW Law Students. One of our citizen academy graduates
instructs a law course at the high school and incorporates these discussions into his curriculum.

2. This information is available in our annual report, which is available on our website. We are
currently reformatting our policies and will work on displaying them on our website.
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3. Our elected officials and the police commission are aware of this report. Police Commission
meetings are open to the public and contact information for members is located on the village
website. State statute identifies the role of the police commission relating to hiring and
discipline of officers.  Police commission members are appointed to terms by elected officials.
We provide information on providing compliments or filing complaints on our website.

4. Staff regularly engages the public in a relationship building method.  Officers read to students at
daycares and schools, play sports with residents, and are asked to engage in community outreach
activities as a component of their daily activities.  Our department also has a number of formal
interaction programs which include Citizen’s Police Academy, Coffee with a Cop, Frozen Yogurt
with a Cop, Family Fun Night, and others. Staff members are members of local organizations and
some coach youth sports in the village in their free time. These efforts work to create positive
relationships and to promote trust and transparency.

5. As indicated above, we make a concerted effort to engage in community policing activities,
examples of which can be seen in our annual report.  We are always open to feedback on our
community policing efforts.

SECTION 4: ENSURE THE WELL-BEING OF STAFF

Recommendation
Fully
Implemented

Partially
Implemented

In
Progress

Under
Consideration

Not
Applicable

DEVELOP EMPLOYEE
WELLNESS
PROGRAMS
FOCUSING ON
MENTAL HEALTH,
PHYSICAL HEALTH, &
NUTRITION 1
USE TRAUMA-
INFORMED
PRACTICES FOR
SECONDARY TRAUMA
TO OFFICERS 1

SUPPORT
RESTORATIVE WORK
SCHEDULES WHICH
ALLOW FOR
DECOMPRESSION
TIME 1

1. Our department recognizes the importance of ensuring the well-being of our staff. While we
have many measures in place, including an employee assistance program and on-site work out
facility, we are continuously examining ways we can expand employee health and wellness. We
have provided employees with training on the employee assistance program and are examining
the creation of a healthy snack station and a wellness assessment program. We are also sending
a Sergeant to a fitness instructor course which focuses on law enforcement wellness to aid in the
fitness and well -being of our staff. Our department also has a department chaplain available to
staff and he is also a lead representative for the Dane County Chiefs of Police Chaplain Program.
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